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ABSTRACT 

Although the construct of job satisfaction has been the sub- 
ject of extensive research during the last four decades, it is evident 
from the literature that conceptual and methodological deficiencies per- 
sist. Foremost among these deficiencies is the frequent failure of in- 
vestigators to establish the reliability and validity of’ the various 
measures used. Given the importance of the job satisfaction topic and 
the status of current measurement, validation studies were identified 
as an important subject to pursue. The objective in this study was 
to examine the psychometric properties of an instrument designed to 
measure the job satisfaction of nursing personnel. 

A priori it was postulated that the instrument chosen for 
this study measured two dimensions of job satisfaction, namely 
intrinsic and extrinsic, and that these factors reflected satisfaction 
with the job content and job context respectively. The format of the 
questionnaire provided three separate measures of job satisfaction and 
one measure of job dissatisfaction. All scores were examined to 
determine if conceptually distinct measures yielded empirically compar- 
able results. 

The instrument was administered to the supervisory and non- 
supervisory nursing staff of an acute care cancer institute. A 61 per- 
cent response rate was obtained from a total surveyed group of 102 nurses. 

To analyze these data various statistical] models were em- 
ployed including Cronbach's (1951) alpha coefficient, factor analysis, 
analysis of variance, and the determination of bivariate and multiple 
correlation coefficients. Overall, these analyses suggested that the 


instrument measured a unidimensional construct of job satisfaction 
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rather than the two - dimensional construct postulated a priori. 

Of the four scoring techniques assessed, the measure of need 
fulfillment demonstrated the most consistent evidence of validity for a 
single measure. Further, it was found that these scores, when weighted 

by a measure of importance, did not provide a more valid measure of job 
satisfaction than unweighted scores. Multiple regression analyses, 
however, indicated that various linear combinations of need fulfillment 
and job dissatisfaction scores were superior to the single measure of 
need fulfillment for the prediction of several criterion variables. It 
was concluded therefore that this combination of scores provided the 
most comprehensive measure of nurses' job satisfaction. 

Recommendations arising from cHees pidy pertain to the metho- 
dology for future evaluation of the instrument's validity. The incor- 
poration of criterion-related validation was strongly encouraged since 
few investigators report validation at this level. However, it was 
noted that the selection of criterion measures may be problematic, and 
in view of the results obtained in this investigation the use of 
absence and tenure as criterion variables must be questioned. To 
sufficiently evaluate the construct validity of the measure the use of 
Campbell and Fiske's multitrait multimethod model was recommended. In 
this regard, it was suggested that the factor analytic technique could 
provide useful information concerning the structure of the job satis- 
faction variable provided multimethods were used to assess the construct 


of interest. 
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CHAPTER | 


INTRODUCTION 


STATEMENT AND IMPORTANCE OF PROBLEM 

Few topics within the field of social sciences have been 
the subject of more intensive discussion in the literature than that 
of job satisfaction (Locke, 1976; Katz & Van Maanen, 1977). The sus- 
tained interest in this topic over several decades is related to the 
centrality of work in the lives of most individuals and the consequent 
desire to understand work-related behaviour. 

Original interest in employees' work attitudes stemmed from 
the belief that job satisfaction influenced productivity (Korman, 1971; 
Locke, 1976; Landy & Trumbo, 1980). More recently however, job satis- 
faction has been examined as a topic worthy of study in itself. This 
approach is congruent with the current interest of psychologists in 
human affective experience and the desire of theoreticians to improve 
understanding of motivation and behaviour (Smith, Kendall & Hulin, 
1969). 

Despite intensive study of the job satisfaction phenomenon 
over the past fifty years, our understanding of this construct has not 
increased substantially. Job satisfaction to date, has not been wel] 
conceptualized and a large part of the research literature has lacked 
a theoretical orientation (Locke, 1976). 

Initially, work satisfaction was described as a unidimen- 
sional concept. This view has been replaced gradually by the current 
multidimensional conception of job satisfaction as an attitude derived 
from the characteristics of the job content, the job context, and the 


individual (Hibberd, 1972; Longest, 1974; Myrtle & Robertson, 1979). 
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Increasing recognition of the multidimensional nature of job 
satisfaction has resulted in a trend toward the development of more 
complex explanatory models and the employment of varying operational 
strategies (Gruneberg, 1979). To date, the literature has failed to 
demonstrate the superiority of any one approach (Weisman, Alexander, 

& Chase, 1980). However, the past assumption that all methods validly 
measure the same phenomenon is now being questioned in a critical 
evaluation of both theory and methodology (Evans, 1972; Nord, 1977; 
Ronan & Marks, 1973; Wanous & Lawler, 1972). 

A review of the job satisfaction literature suggests that 
the basic question of construct validity has not been addressed 
(Schwab, 1980; Wanous & Lawler, 1972). As Locke (1976) has emphasized 
"the choice of a measure must be defended on the grounds that it 
actually measures what the investigator set out to measure! (p. 1300). 
Unfortunately, satisfaction instruments have frequently failed to meet 
this fundamental requirement and an assumption of validity has often 
been made solely on the basis of the investigator's claim that the 
scale is an "'obvious'' measure of the satisfaction construct ( Smith et 
al., 1969). Moreover, new instruments were often considered equivalent 
to other measures of satisfaction without any demonstration of conver- 
gence much less any attempt to document the instrument's ability to 
discriminate among theoretically uncorrelated constructs and phenomena 


(Wanous & Lawler, 1972). 


In part, the problem is attributable to the failure of in- 


vestigators to specify the conceptual basis from which the instrument 
was developed (Schwab, 1980). A well-articulated theory defining the 
nature of the construct and postulating linkages to other variables 


is a prerequisite to the evaluation of validity (Smith et al., 1969). 
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Although job satisfaction has been studied widely in the 
business and industrial sectors, until recently research directed 
toward health care workers has been relatively limited (Ginzberg, 


Patray, Ostow, & Brann, 1982). The renewed interest in the topic as 

it pertains to the nursing profession has been prompted by difficulties 
with recruitment and retention, professional disillusionment, and role 
stress (Brief, Van Sell, Aldag & Metiones 1979; Dear, Weisman, Alexander 
& Chase, 1982; Kramer & Schmalenberg, 1978; Peterson, 1983). 

Within the health care field job functions and employee 

expectations concerning those functions are changing rapidly 
(Ginzberg et al., 1982; Kleinknecht & Hefferin, 1982; Sovie, 1982). 
The introduction of new roles, the impact of specialization, and the 
increasing sophistication of medical technology are but three of the 
factors which have strongly influenced the work attitudes of nursing 
staff (Slavitt, Stamps, Piedmont & Haase, 1978). 

Major alterations in job structure and function suggest pro- 
bable changes in nurses! attitudes toward their work. Indeed, the 
literature indicates that nurses are subscribing to a new work ethic, 
one which is not founded on ''unquestioning dedication to authority 
or tradition'' (Friss, 1981, p. 14) but rather is rooted in the belief 
that both characteristics of the job as well as the work environment 
should be conducive to the achievement of satisfaction. 

Negative aspects of job dissatisfaction, such as turnover, 
absenteeism, and role stress underline the need to obtain reliable and 
valid information about the job satisfaction phenomenon. Unfortun- 
ately, the multiplicity of instruments used to assess nurses' work 


attitudes suggests the possibility that not all methods validly measure 
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the same construct. It is therefore imperative that nursing re- 
searchers address the issue of reliability and validity if substantive 
information concerning this topic is to be obtained. 

The rationale underlying this study is that of the necessity 
of evaluating the psychometric properties of instruments employed to 
measure the job satisfaction of nursing personnel. The application of- 
theory and data derived from occupational groups within the industrial 
and business sectors may not be appropriate to the unique tasks and 
organizational environment of registered nurses (Ullrich, 1978). 

The instrument selected for assessment in this study was 
developed within the theoretical model of Porter & Lawler (1968) and 
modified for use in a-‘nursing population by Munson and Heda (1974). 
Although Munson and Heda (1974) demonstrated some support for the 
validity of their measure, several other investigators have employed 
the Porter & Lawler format without evaluating the psychometric pro- 
perties of the scale (Benson & White, 1972; Carlsen & Malley, 1981; 
Cleland, Bass, McHugh, € Montano, 19763) Rozell,. 1977). |The con- 
clusions reached by these investigators may therefore not be 
warranted. 

The objective in this study was to examine the validity of 
the Munson and Heda (1974) instrument. Statistical techniques used to 
assess criterion-related validity included correlation and multiple 
regression analyses. To estimate construct validity the models of 
factor analysis and analysis of variance between known groups were 
selected. The format of the instrument provided four separate measures 
of job satisfaction. All of these scores were examined to determine 


if conceptually distinct measures yielded empirically comparable results. 
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LIMITATLONS AND ASSUMPTIONS 

The findings in this study should be considered in light of 
the following limitations and assumptions. 

The use of a multitrait-multimethod model for the assess- 
ment of construct validity has been advocated by Campbell and Fiske 
(1959). Although two forms of validity were assessed - criterion- 
related and construct - the investigation was restricted to the eval- 
uation of a single trait by a single method. 

Other limitations pertained to the content validity of the 
study. Individuals requested to assess the measure in these respects 
were not randomly selected therefore limiting the generalizability of 
the content validity estimate. 

The study was restricted to registered nurses employed in 
one hospital setting. The subjects were not randomly selected and 
therefore the findings are not generalizable beyond this. subject group. 

A further limitation rests in the cross-sectional nature of 
the study. Measures of job satisfaction were taken at a single point 
in time. If job satisfaction is a dynamic and non-static attitude, 
then longitudinal measurement of this variable would be preferable. 

For the purpose of this study it was assumed that job satis- 
faction evolved from characteristics of the work environment. Although 
job satisfaction may be related to factors such as familial responsi- 
bilities, and life-cycle stage, this investigation was restricted to 
examining the linkages arising from the workplace. 

It was further assumed that failure to assure the respondents 


of anonymity did not influence subject responses. 
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DEFINITION OF TERMS 
Terms which may be unique to this study were defined as 
fol lows: 

Job satisfaction: persistent feelings toward discriminable aspects 
of the job situation. These feelings are thought to be 
associated with perceived differences between what is 
expected and what is experienced in relation to the 
alternatives in a given situation (Smith et al., 1969, 

De 3/))5 

Role ambiguity: '‘''lack of the necessary information available to a 
given organizational position'' (Rizzo, House, & Lirtzman, 
19705 pe lst; 

Absenteeism: the number of days absent due to illness or other 
personal reasons, but excluding days off, statutory holidays, 
vacation, or educational leave, in the year preceding the 
study; 

Tenure: the duration of current employment; 

Intent to leave: the employee's intention to terminate current 


employment within three years from the date of the study. 


OVERVIEW OF THE THESIS 
The following chapter contains a review of the literature 
pertinent to the measurement of job satisfaction among nursing per- 
sonnel. Chapter III is comprised of the methodology of the study and 
a description of the research instrument. Chapter IV provides a 
presentation and discussion of the research findings. In the con- 


cluding chapter a summary of the study and recommendations arising from 


oo | 


; a @ wa 76 it = 


— 
#, $enT'ss stew itera we a 
7” ot ; 


oheecen eldddiniroct) Vine cont ios) sip q7abesya oe 


eg. 91 jrguet? er 2imie emt ee6r! o> SRP E Te. Bt Lae? to 


TA HHew Id zhris 1S*. 1s Gav. 25798 iz lvr-badeloonet 


Pe of fl secdD) OT) *says <i Jew Df, GSlzeqge 


>] ie ce Ache?’ @erterntc Movin aA nh ea liemaers 


’ 
i Po 
S >a! -) \ave ri | Teor vent vive eae t af) “OC dea: , ‘Ay “Lp » Gea ele 
. i 
‘ ! ) 74S ia at dtce H meg ie bs 
a! ‘| fy y 


2 gel Shed 14a 27 5 ’ sri > i >» mene es “fe ° : 
) nit ay 24 >( 4606 : 
of" © _ 
_- 
Ts oe ah MiePtat 1S oho we aes 72° 1 
i _ y 
> i 2 JL) Poe Ht? atte { - pve ins 9 [Vveg@l 3 y ‘ 
‘ : ~ - q l 
2 ' , ; ‘ : —) 5 - 
¥bu : ors +4 ova" ane yer? Tn 4 7 * St 47 otra WwW 9 2 ‘’ 4 aoe} : 
- - 
_ 
in 
Stow. Sapalices ; 


- 
enuwtesaas! wig j > wa — Pw é “s rs 
-" payl s uml Sie 2 "i We AIFS, ie ae 


om 


ice dol ie — 
y oat 1 Bielaa ee, #' 


=e 
7 


-vee) @hiawa poten mblton® s 


a 


tie vines ws % Races 


. ry vilen 
A eae Pirate 


the investigation are presented. 


CHAPTER || 


SELECTED LITERATURE REVIEW 


INTRODUCTION 

An immense body of literature exists in which an eval- 
uation of the theoretical and methodological issues relevant to job 
satisfaction is undertaken. The intent of this review is not to 
discuss this literature in detail but rather to provide a brief over- 
view of the salient issues as they relate to the purpose of the 
study. The review is therefore restricted to the following topics: 
1) historical perspective; 2) theoretical issues; 3) methodolo- 
gical issues; 4) job satisfaction in nursing; 5) selected corre- 


lates of job satisfaction; and 6) measurement theory. 


HISTORICAL PERSPECTIVE 

The concept of job satisfaction has been described as a 
research topic characterized by ambiguity, conflicting opinion, and 
methodological nuance (Katz & Van Maanen, 1977). This construct 
has been the subject of extensive research. Locke (1976) estimated 
that over 3000 articles devoted to the topic have been published. It 
is evident from even a superficial review of this extensive liter- 
ature that work satisfaction is a complex phenomenon and one which has 
been of interest to numerous investigators since the turn of the 
century (Brayfield & Crockett, 1955; Vroom, 1964). 

Systematic attempts to study the nature of job satisfaction 
date back to the 1930's (Hoppock, 1935). However, the importance of 
employees' work attitudes in determining job behaviour was recognized 


much earlier as evidenced in the Scientific Management theory pro- 
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posed by Taylor in 1912. Proponents of the theory postulated that 

high economic rewards and appropriate environmental conditions resulted 
in employee satisfaction and improved productivity. The influence of 
physical working conditions on satisfaction and productivity was the 
focus of research for well over a decade following the initial work of 
Taylor! 70):. 

It was not until nat Testes of the Hawthorne Studies con- 
ducted by Mayo and his colleagues in the 1920's that a new focus of 
research emerged. Although this series of studies was initially in- 
tended to examine the effects of environmental conditions on employee 
productivity, there was a gradual shift in focus from physical working 
conditions to the importance of employee attitudes as determinants of 
productivity. It was concluded from the Hawthorne Studies that re- 
lationships among co-workers, and supervisory practices, were central 
factors in the development of job satisfaction. It was further con- 
cluded that employees' perceptions of the work environment, rather than 
the reality of that environment, were more influential in determining 
job attitudes (Landy & Trumbo, 1980). 

The outgrowth of these and other studies was the development 
of the Human Relations movement characterized by the assumption that 
worker productivity is dependent on job satisfaction which in turn is 
a function of the quality of human relationships within organizations 
(Gruneberg, 1979). 

Concurrent with Mayo's work was a study undertaken by 
Hoppock (1935) who sampled over 500 employees and concluded that mul- 
tiple and diverse factors contributed to employees’ work attitudes. 


Among the factors cited by Hoppock (1935) were previously studied 


So -apcibulinad edt wills 
ed 2aew yi !yissabarg tine jean ne Pane 
% diow fatéin? sds ehtwollot eben 6 wap tow 307 an j 
--o9 zalourt sition sual aA Yo uv bSizuatiie Jhon ton Gew $Y rate 
io surat wan © 46Ay elhee SAT Wi delpenined 29 bas oye ys 
ot} yl Migiat enw BATUGZSI Vv ators clita nquarrta bap sak 0 toy 
snepnt gre mo whol Tbe febnonten tyRe. 16 easy te ote ov mees oF bebe 
sail ives l\usiawiae morh duabP Ai 2\.fPuieulespCe: caw osany .vrivisse 
im efnenintezoy 66, 200TH ATs geyolqeS te ssnediognl ad? o¢ enol sto 


-e) ren? 2eldyil snaonseed sit mon) beivienes sews? ~ cyatyl 


, a] 
isv3°89 @lew -asT}o6te' aeiwoogee hs | eLgtONee? gems eqitzdolset 


7 nee 
“ar Tehiwi\.zew 2! validaple See del 90 Ianegoleveb: aaa wl aig 


Mate 215K. nero Tl Vne Wyapeds Ww ssh 338i ‘Zio yulore Jorg bet 
snielinsgab oF: Telvpaybina SG 27 aW Jaen Peas Serty to velfew ; 


ye - ‘ " eo? 
A0HEI, cde eS ana d phe si 238 del, 
, : (i 
emia! ga aid eew eeihusée taf30-urs 4252 Is etenetue anf 
a 
| + 
Tele ov iqoueeey sits Vd DSti etosseda, Tesepven. spoidel Se. eae ate) Be) 


a) weed ny toi maijosteisse jd)! nd seabheaieb =] vl ividapbote. ® oy 
eno; dasingand alidiw saiiensi ea: | i neil To yy tlieup i Fe ine 
ee 

qe reeerssbm youse ‘svctae Avant «ovate lw sneraggeed) 

ae tots Sabntsans, Ab Zeayal ym) 003 | —— arte 1a 


2 nroW. neve se be sue siete 24 » oe 
sche reasrvesemel a ” ee aa 


~<a 


variables such as fatigue, monotony, and supervision as well as 

factors such as achievement which have only recently been described. 
Hoppock's results provided the first suggestion of the complex and 
multidimensional nature of job satisfaction. Unfortunately, the 
Hawthorne Studies rather than those of Hoppock (1935) influenced the 
trend of research over the following two decades, and work satisfaction 
continued to be treated as a unidimensional construct (Carroll, 1973; 
Locke, 11976)’. 

The publication of a monograph by Herzberg, Mausner, and 
Snyderman in 1959 marked a shift away from the Human Relations move- 
ment to a new perspective of job satisfaction in which attention was 
focused on the work content. Herzberg et al.'s (1959) theory under- 
lined the distinction between factors considered extrinsic to the 
substance of the job or those related to the work environment, and 
factors considered intrinsic to the work itself. “Although Herzberg’ s 
theory has not been extensively supported it did serve the important 
function of emphasizing job characteristics as influential determinants 
of job satisfaction. 

In summary, three historical trends in the study of job 
satisfaction have been identified (Locke, 1976). The earliest, the 
Physical-Economic School, viewed job satisfaction solely as a conse- 
quence of economic and environmental work factors. The Human Relations 
School, on the other hand, emphasized the role of cohesive work groups 
and satisfactory supervision in the development of positive work 
attitudes. The third trend described by Locke (1976) as the Work 
Itself School suggested that job satisfaction develops from the growth 


of skill and responsibility made possible by challenging jobs. Each 
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of these approaches may be criticized for their tendency to examine 
job satisfaction within a narrow context around a limited set of con- 
ceptual variables. However, some progress toward understanding the 
job satisfaction construct is evident in comparing Taylor's rather 
simplistic view with the more complex assumptions held by later re- 


searchers. 


THEORETICAL TSSUES 

A single theory of work motivation which integrates a 
variety of causal variables into a unified framework to explain job 
satisfaction has not been developed to date. Accordingly, several 
conceptual definitions of the job satisfaction construct persist in 
the literature. The term has most commonly been described as an 
affective attitude or orientation on the part of individuals towards 
their jobs (Lawler, 1977). Despite the variation in definition 
current theorists appear to be in agreement that job satisfaction is a 
multidimensional phenomenon and is a function of the job content, 
the job context, and the individual (Landy & Trumbo, 1980; Longest, 
1974). 

Although a single comprehensive theory of job satisfaction 
does not appear to exist at this time a number of theories have been 
advanced which possess significant explanatory power (Steers & Porter, 
1979). These models may be viewed as complementary rather than con- 
tradictory in that they incorporate different variables and account 
for various interactive effects among the variables (Steers & Porter, 
1979; Wanous & Lawler, 1972). 

Theories in current use can be divided into two categories: 


process theories and content theories (Campbell, Dunnette, Lawler & 
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Weick, 1970). Content theories identify those needs or values 
believed to be most conducive to job satisfaction (Gruneberg, 1979; 
Locke, 1969). Maslow's need hierarchy theory and the two factor 
theory proposed by Herzberg, Mausner, and Snyderman (1959) are repre- 
sentative of this approach. Both of these models, which are based on 
needs theory, have had a significant impact on the investigation and 
understanding of work attitudes (Gruneberg, 1979). 

The essence of needs theory as it relates to job satis- 
faction is that the latter is a function of the extent to which in- 
dividual needs are met by characteristics of the job (Seiler & 
Williams, 1972). Although work environment variables are taken into 
account in these models, the emphasis is placed on characteristics 
of the individual. 

The need-satisfaction model is the theoretical framework 
most commonly employed in the study of job satisfaction (Gruneberg, 
1979; Salancik & Pfeffer, 1977). Maslow's theory, since its formu- 
lation, has served as one basis for job satisfaction research, and 
has provided an explanation for human motivation in which needs are 
related to general behaviour (Wahba & Bridwell, 1976). Maslow (1954) 
postulated that man has five classes of needs which are ordered in an 
ascending structure from physiological to security, social, esteem, 
and ultimately self-actualization. Only when lower order needs are 
satisfied, at least in part, will higher-level needs emerge. Although 
the theory was not developed for the purpose of explaning job satis- 
faction it has been used extensively to that end (Gruneberg, 1979). 
Moreover, it has been employed in the development of more complex 


models intended to better explain the job satisfaction phenomenon. 


-avget Sie * veseny” 
no leeds wa! nbn lation art deal” ; 
tite st dettesend Sil) te shai aoa a4 mete ‘ae aver’, ‘ 
OTs « pein cf. ait How Ve £ 

-2idaa dat of peretar a! oe ea sahara seenes. eit 
ite cv dinTeaiady Taleohtey mts a pao whe sane wt 
ite dol ees (*s pa)adingetelisi ren 2th ebene 7 
tr. acted oe cates ley Shen] oie ees Noyodsia «(ETE 
so (sel ee rstets bo. o006Pa et zeeadey oda el etietsents AC am co i 
lp Seidl ts Se 


= 
Gee, h-t63i I Dens Selle | SBiom rie i fogt site Zfnenent) 


ivedpnuse) wii toe%ci we due ty etoye ade Al hhgtee vi neemes Lol 
“om ne Po : 2F a Pe eee wy er waite (WEF oat a Pa ‘j/aeatnt ‘ ve" 


= Ping 


bins «Mo tenes wolotan tiduz any 10!) Sheed ou et Movs. eet ae isof * 
ort. Sitesi 1S2e, Ap hr a is ey 39h Fs emake 2 a sa 
(J2p1) walieh .. APVELA ‘dani’ o6 3, shned, “peso, tol | peby. Oo te 
né ni wetebio a16 deve Bite t<. : Pepto melt) eye nigh og had ~ 
wate ,\s pads ,ioiiiaep oc! ~i6 ‘inaereyia anv® neasies 
aye chen isn peel wen yi We Piast laddou Vee Mm or 
dnoor iA: caption Jest “yang 4 cA) 5 Saee w: tae th 


a4 
TEs IRS ey me as D Ye Seat; an ‘al . 


A second theory which has strongly influenced the direction 
of job satisfaction research is the two factor theory postulated by 
Herzberg et al. (1959). The theory asserts that a qualitative 
difference exists between the determinants of job satisfaction and 
job dissatisfaction. According to Herzberg et al. (1959) these 
phenomena represent two mutually exclusive domains, and do not exist 
as opposite ends of a bipolar continuum. 

The dual factor theory like all need theories is founded 
on the assumption that individuals possess certain innate needs 
which must be satisfied (Landy & Trumbo, 1980). Herzberg (1959) 
classified these needs in two categories and defined them as moti- 
vator and hygiene factors. Motivator factors are those variables 
which arise from the content of the work and are intrinsic to the 
work itself. These factors are considered satisfiers and include 
achievement, recognition, responsibility, growth, and advancement. 

In contrast, hygiene factors are associated with dissatisfaction and 
refer to job context variables or the extrinsic aspects of the job 
such as supervision, interpersonal relationships, and working con- 
ditions. 

In effect, Herzberg's categories compressed the five level 
need hierarchy of Maslow (Munson & Heda, 1974; White & Maquire, 1973). 
The motivators are comparable to Maslow's higher level needs whereas 
the hygiene factors correspond to the lower level needs. Herzberg 
(1959) postulated that since the hygiene factors were related to 
basic needs they did not allow for psychological growth and therefore 
did not fulfill employee needs relevant to work satisfaction. 


In essence, Herzberg et al. (1959) viewed job satisfaction as 
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a dichotomous rather than continuous variable. The dual-factor 
theory thus generated a substantial amount of research and evidence 
has been presented which both supports and refutes the hypothesis 
(Bass & Barrett, 1981; Carroll, 1973; Gruneberg, 1979). 

The most common critique of Herzberg's work centers on the 
methodology. The theory appears method-bound, that is, use of the 
critical incident technique is necessary to confirm Herzberg's 
findings. The use of other data collection procedures fails to verify 
the theory (Landy & Trumbo, 1980; Locke, 1976; Korman, 1971; Mitchell, 
1979; Neumann, 1972). Further criticism has been directed at the lack 
of consistency with which the theory has been stated. King (1970) 
asserts that no less than five separate versions of the theory have 
been reported in the literature. 

While the two-factor theory is not without limitation, 
Herzberg (1959) and his colleagues made a major contribution to the 
study of job satisfaction by their emphasis on the importance of 
intrinsic factors in the development of job satisfaction. Unlike 
earlier theorists such as Mayo (1933) who emphasized human relation- 
ships as the sole determinant of job satisfaction, Herzberg (1959) 
re-focused attention on the work itself. Although most studies have 
not supported the hypothesis that the sources of job satisfaction and 
job dissatisfaction are separate and distinct, many researchers are in 
agreement that motivator factors are of greater importance than 
hygiene factors as determinants of both job satisfaction and dissatis- 
faction (Gruneberg, 1979; Warr & Wall, 1975). 

In contrast to the content theories exemplified by the work 


of Maslow (1954) and Herzberg et al. (1959), process theories of job 
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satisfaction seek to explain the manner in which personal variables 
interact with job characteristics to produce job satisfaction. The 
equity and expectancy (instrumentality) theories fall into this 
category. Equity theory as described by Adams (1965) focuses on the 
relationship between personal characteristics such as tolerance for 
feelings of inequity, and organization characteristics such as reward 
practices. In essence, the degree of job satisfaction is determined 
by the similarity between an individual's expectations and the rewards 
offered by the job. 

Whereas equity theory centers on personal and organizational 
variables, expectancy theory incorporates a third major set of 
variables, those pertaining to job characteristics. ''Instrumentality 
theories hold that individuals choose to expend energy in situations 
that provide an opportunity to achieve a desired reward!'' (Landy & 
Trumbo, 1980, p. 381). Thus, motivation is related to three vari- 
ables: the expectation of reward, the value of reward, and the effort 
required to achieve reward. 

Instrumentality and need theories differ in a number of re- 
spects, the most important of which is the emphasis on cognition. 
Whereas the need theories are centered on innate characteristics of 
the individual, expectancy theories recognize the cognitive processes 
underlying the individual's achievement of work rewards and ultimate 
work satisfaction (Landy & Trumbo, 1980; Steers & Porter, 1979). 

The cognitive emphasis in the instrumentality theories has 
prompted several researchers to develop job satisfaction models based 
on this theory. One such conceptual framework which has been used 


extensively since its development is the model designed by Porter & 
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Lawler (1968). These investigators define satisfaction as a function 
of ''the extent to which rewards actually received meet or exceed the 
perceived equitable level of rewards'' (Porter & Lawler, 1968, p. 31). 

Satisfaction is therefore viewed as a derivative variable 
and as such Porter and Lawler (1968) argued that a measure of satis- 
Faction must include both an ‘equitable! as well as an ‘actually 
received’ component. "Attitude instruments that simply ask the 'how 
satisfied are you with __—_?' ~type of question obscure the operation 
of these two components'' (Porter & Lawler, 1968, p. 170). Further- 
more, Porter and Lawler (1968) contend that the psychological deter- 
minants and consequences of these two states probably differ and con- 
sequently require a two-part measurement of satisfaction. Accordingly, 
the instrument designed by these authors incorporates measures of the 
respondent's rating of available rewards as well as a rating of per- 
ceived equitable rewards. 

The scale was constructed to measure satisfaction over five 
need areas - security, social, esteem, autonomy, and self-actualization. 
With the exception of the autonomy category the need areas were 
patterned after Maslow's hierarchy. The modification was defended by 
Porter (1962) on the basis of his assumption that contemporary 
organizations have satisfied physiological needs and the inclusion of 
this category is therefore unnecessary. Autonomy needs, defined in 
terms of independent decision-making, participation in goal-setting, 
and level of authority were considered much more relevant to current 
organizational employees and were thus incorporated in the instrument. 

In addition to specifying the need areas believed to in- 


fluence job satisfaction, the Porter and Lawler (1968) model also 
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postulated a distinction between the type of rewards sought by 
employees. Intrinsic rewards are those which satisfy the higher-order 
needs described by Maslow (1954) and which are ascribed to the in- 
dividual by himself rather than by others (Landy & Trumbo, 1980). 
Intrinsic rewards are subjective and frequently relate to the content 
of a job. In contrast, extrinsic rewards are those administered by 

an external agent. They are derived from the work context and often 
are affixed to the position rather than the employee filling the 
position (Austin, 1978). 

The job satisfaction literature has repeatedly suggested the 
existence of an intrinsic/extrinsic dichotomy in the nature of job 
satisfaction and the probability of a stronger relationship between 
intrinsic rewards and the motivation of professional workers (Austin, 
1978; Everly & Falcione, 1976; Wernimont, 1966). Whether or not a 
particular reward category is consistently related to occupational 
level has not yet been determined. The inclusion of the dichotomy in 
the Porter and Lawler (1968) model allows for further investigation 
of this hypothesis. 

In summary, it is apparent that understanding of the job 
satisfaction phenomenon is far from complete. Progress however, is 
evident in the movement from a unidimensional to multidimensional 
conceptualization of the construct. Moreover, models have gradually 
evolved which encompass multiple variables and have causal implica- 
tions. Thus, while agreement is lacking concerning a single explan- 
atory theory, the theoretical controversy has generated a number of 
perspectives from which to view job satisfaction and to better under- 


stand this work attitude. 
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METHODOLOGICAL ISSUES 

The measurement of any construct presupposes a conceptual 
definition of the phenomenon to be studied (Locke, 1976). The multi- 
plicity of definitions assigned to the concept of job satisfaction, 
and, conversely the failure to adequately define the variable have 
resulted in a range of conceptual alternatives and methodological 
variations. | 

The fundamental issue is conceptual. Until a comprehensive 
theory of job satisfaction applicable to diverse occupational groups 
is developed, varying methodologies will be employed for the measure- 
ment of this construct. The use of multiple measures has been described 
by several authors (Cheloha & Farr, 1980; Seashore & Taber, 1975). 
Smith et al., (1969) contend that if more than one aspect of some 
psychological process is thought to exist heterogenous measures 
should be used in order to reflect each aspect. They further assert 
that some constructs may not be adequately represented by a single 
operational measure due to their complex nature and the limitations 
of specific measures. It may be advantageous in these situations to 
use multiple measures in an attempt to obtain evidence for convergence 
on the construct. If different types of job satisfaction exist it 
would be reasonable to expect that different and noncomparable 
measures will be valid (Seashore & Taber, 1975). Although multiple 
operational definitions of a construct may be advantageous it is 
imperative that the empirical relationship between definitions be es- 
tablished (Breaugh, 1980). 

The techniques employed for the collection of job satis- 


faction data are diverse and include inferential methods, critical 
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incident reports, ranking tasks, interviews, and ratings (Fournet, 
Distefano & Pryor, 1966; Korman, 1971; Wanous & Lawler, 1972). Of 
these techniques the rating procedure has been used most consistently 
and appears to offer several advantages (Ronan & Marks, 1973). In 
addition to allowing direct subjective estimates of each job attri- 
bute, it permits the use of a wide range of statistical analyses 

and the assessment of a scale's psychometric properties. For these 
reasons Ronan. and Marks (1973) concluded that the rating procedure 

is the preferred technique for use in exploring the structure of job 
satisfaction. 

In reviewing the various approaches to job satisfaction 
measurement Seashore and Taber (1975) classified the data obtained as 
primary or derived. Primary data were defined as the raw responses 
given by individual respondents to a series of questions. This type 
of data was further described as facet-free or facet-specific. The 
former are obtained when respondents are asked to provide a global 
rating of job satisfaction without advance specification of the facets 
to be considered. Facet-specific data, on the other hand, are ob- 
tained when respondents indicate their satisfaction with distinct job 
attributes. The operational strategies employed to obtain these data 
vary according to underlying theory and may take the following forms: 
a) the amount of the facet provided by the job (is now); b) the 
amount of the facet the respondent would like to receive (would like); 
c) the amount of the facet the respondent believes should be pro- 
vided (should be); and d) the importance of the facet to the res- 
pondent (importance). 


A limitation of facet-specific measures is the control of 
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the investigator over the range and number of facets included in the 
instrument. There is an apparent lack of agreement among theorists 
concerning the domain of relevant facets to be sampled (Seashore §& 
Taber, 1975). The consequent variation in facet selection and de- 
finition has contributed to the inconsistent results obtained in this 
field of research. The formulation of an inclusive definition of 
relevant facets and the appropriate sampling of this domain would im- 
prove content validity and would facilitate the comparison of results 
across studies. 

It is important to note that some confusion is occasionally 


apparent in the literature concerning the distinction between ''facets''! 


or components of job satisfaction, and the ''dimensions'' of the construct. 


Facet data may be ascribed to factors or dimensions on either a 
theoretical or empirical basis. ''The former reflects the designer's 
intentions or interpretations with-respect to the meaning of facet 
items, and the latter reflects the empirical statistical clustering 
or factorial weights of the items'' (Seashore & Taber, 1975, p. 338). 
Therefore facets may or may not equate with dimensions. It has yet 
to be established whether facets reflect multidimensionality or are 
simply a contributing source to a unidimensional factor labelled as 
job satisfaction. 

The second classification of job satisfaction data iden- 
tified by Seashore and Taber (1975) was defined as derived data. As 
the name implies these data evolve from primary data and include 
factor scores as well as additive, multiplicative, and discrepancy 
scores. Both subtractive and multiplicative models conceptualize job 


satisfaction as a direct function of the extent to which the work 
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environment is congruent with an employee's need structure (Korman, 
197) 4 

The subtractive or discrepancy model has been widely employ- 
ed to assess job satisfaction. Most commonly, investigators elicit 
respondents! attitudes regarding a number of job attributes via a 
rating scale. A priori it has been decided that two of the question 
formats are conceptually linked. The construct is then purportedly 
measured by subtracting one of these linked ratings from the other. 
The support offered for this statistically unreliable approach is the 
supposed sophistication of the derived score as opposed to a direct 
measure. The rationale underlying the use of difference scores is the 
implication of ''a rational self-assessment of feeling'' (Wall & Payne, 
1973, p. 326) and the idea that ''a discrepancy value more nearly 
reflects the positive or negative feeling state of the respondent''! 
(Ronan & Marks, 1973, p. 8). 

The use of difference scores in organizational behaviour 
research has persisted in spite of the concerns expressed by several 
authors regarding problems associated with this measurement technique 
(Werts & Linn, 1970; Wall & Payne, 1973; Cronbach & Furby, 1970). 
These problems include potential unreliability, systemic correlation 
with the components, spurious correlation with other variables, and 
the psychological constraints influencing the response format (Johns, 
1981; Wall & Payne, 1973). Foremost among these limitations is the 
questionable reliability of a difference score which is a function 
of the correlations, variances, and reliabilities of the component 
scores. Accordingly, the reliability of the difference score is un- 


biased only when the correlation between the component parts is zero 
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(Johns, 1981). When a positive correlation exists between the com- 
ponents the difference score reliability is attenuated; when the 
correlation is negative the reliability is magnified. It is unlikely 
that the component scores will be uncorrelated due to the subjects' 
general response style and the psychological tendency for subjects 
not to rate the ''should be'' item less than the ''is now'' item (Johns, 
1981; Wall & Payne, 1973). 

Difference scores have been criticized not only on the basis 
of reliability but also on the basis of validity. 

The claim that an index (such as a difference score) has 

validity as a measure of some construct carries a consid- 

erable burden of proof. There is little reason to believe, 
and much empirical reason to disbelieve, the contention 

that some arbitrarily weighted function of two variables 

will arbitrarily define a construct (Cronbach & Furby, 

19705 p eo) 

It is inadequate for researchers to claim that a difference measure 

is construct valid by virtue of the fact that the component measures 
have been reported as such. Rather, it is incumbent upon investi- 
gators using this methodology to demonstrate that a distinct construct 
is measured by the difference score which is separate from the con- 
structs measured by the component parts (Wylie, 1974; Johns, 1981). 

It would seem apparent from the foregoing discussion that 
the difference score cannot and should not be viewed as more than the 
sumeof tsepatts. (Unfortunately, this conclusion has not been reached 
by many researchers to date and the persistence of this methodological 


approach is evident throughout the literature. 
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The multiplicative model, like the discrepancy model, has 
been widely used and has provoked a certain degree of controversy. 
The issue pertains to the use of importance ratings (the personal 
importance attached to a job characteristic) as necessary components 
of job satisfaction measures. 

The use of importance weights has been refuted on both 
theoretical and empirical grounds. Conceptually, many theorists 
assert that importance is included in, and reflected by, the satis- 
faction ratings (Lawler, 1977; Locke, 1969; Smith et al., 1969). 
Thus, it is redundant to further weight this score by a separate 
measure of importance. Empirical evidence to support this contention 
has been provided by a number of studies in which neither the psycho- 
metric properties of the scale nor the correlation of the scale with 
other variables were improved when importance weighted measures were 
used (Smith et al., 1969; Wanous & Lawler, 1972). 

Other theorists have argued that the above position is un- 
reasonable if an attitude such as job satisfaction is believed to 
possess the four components of direction, magnitude, intensity, and 
salience described by Scott (1969). Given these criteria, emphasis 
by organizational theorists on magnitude and direction only would 
seem unwarranted (Evans, 1972). 

A conclusive answer to the measurement question as it per- 
tains to job satisfaction theory has not been determined. The funda- 
mental prerequisite to future progress in this area is an evaluation 
of the convergent and discriminant validity using the methodology 
prescribed by Campbell and Fiske (1959). Evidence of convergent 


validity is obtained when two maximally different measures of the same 
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construct are found to be highly correlated. However, the establish- 
ment of convergent validity alone is not sufficient; the related issue 
of discriminant validity must also be addressed. Campbell and Fiske 
(1959) asserted that ''in order to estimate the relative contributions 
of trait and method variance more than one trait as well as more than 
one method must be employed in the validation process'! (p. 274). 
Only when both convergent and discriminant validity are assessed can 
the variance attributed to the construct of interest be separated 
from the variance of other traits and the methods used for measure- 
ment. 

In view of the preceding discussion it is apparent that 
an evaluation of the research pertaining to job satisfaction must be 
undertaken within the constraints imposed by theoretical and metho- 


dological uncertainties. 


JOB SATISFACTION IN NURSING 

A review of the nursing literature pertaining to job satis- 
faction suggests that the topic has been one of prime interest to both 
nurses and administrators for several decades (Diamond & Fox, 1958; 
Nichols, Springford, & Searle, 1981; Plawecki & Plawecki, 1976; 
Stember, Ferguson, Conway & Yingling, 1978). 

Viewed in economic terms, nurses account for a significant 
proportion of manpower expenditures within health care institutions. 
The relationship between nurses' work attitudes and such costly con- 
cerns as absenteeism, turnover, and decreased productivity underscores 
the importance of obtaining valid information about this phenomenon. 

Although the economic implications of nurses' job satis- 


faction are significant, of greater import is the probable influence 
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of work attitudes on the quality of patient care (Myrtle & Robertson, 
1979; Weisman et al., 1980). The finding of a positive relationship 
between job satisfaction and nursing performance suggests the salience 
of this topic for both the employee and the organization (Weisman et 
al., 1980). Unfortunately, while the literature reveals an abundance 
of personal opinion concerning this subject there is a lack of 
empirical data in comparison to other occupational groups (Benton & 
White, 1972; White & Maquire, 1973). 

An evaluation of the research that has been undertaken re- 
veals a gradual evolution over the past four decades in the research 
focus and design as well as the sample size and composition. 

The initial attempts to empirically determine the degree of 
nurses’ job satisfaction were undertaken approximately forty years 
ago (Nahm, 1940). An underlying concern in these studies was the 
escalating turnover rate among nursing personnel (Fletcher, 1957; 
Maryo & Lasky, 1959). As the problem was most evident in acute care 
facilities the focus of investigations was predominantly on hospital 
employees (Bullock, 1953; Wright, 1957). In general, these studies 
were intended to assess the level of work-related satisfaction attained 
by non-supervisory nursing personnel. Like the industrial research 
of that period they were characterized by a practical productivity- 
related focus and a unidimensional view of the job satisfaction con- 
struct (Slavitt et al., 1978). 

While the purpose and setting of the investigations were com- 
parable across studies, the design and methodology of the research 
varied considerably. Data collection techniques ranged from inter- 


views to questionnaires. In the latter instance both self-developed 
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instruments, and questionnaires originally designed for use in in- 
dustrial-based research were employed (Fletcher, 1957; Grivest, 1958). 

For the most part, the satisfaction construct was not well- 
conceived and the research lacked a theoretical orientation. There 
were however, some exceptions, notably the work of Grivest (1958), 
Nahm (1940), and Pickens and Tayback (1957). The latter investigators 
applied the definition and instrumentation developed by Hoppock (1935) 
in an attempt to evaluate the determinants of nurses' job satisfaction. 
In a slightly different approach, Grivest (1958) utilized an inven- 
tory developed by the Science Research Associates (1952) to elicit 
nurses' attitudes toward their work. This scale reflected the view 
that human relations were the focal determinant of work satisfaction. 
Grivest's study is one of the few during this period to specify the 
reliability of an instrument and to suggest perhaps a rudimentary con- 
cern with validity. 

In general, the data reported in this era of research in- 
dicated a moderate to high level of job satisfaction among nursing 
staff (Bullock, 1953; Grivest, 1958). Despite the variation in metho- 
dologies and study samples, some consistency in the findings was 
apparent. For both public health and hospital nurses, certain factors 
were repeatedly found to exert a strong influence on job satisfaction 
i.e., interpersonal relationships, opportunities for advancement, and 
opportunities for professional growth and development (Diamond & Fox, 
1958; Fletcher, 1957; Nahm, 1940; Pickens & Tayback, 1957). 

The results obtained by these early researchers underlined 
the importance of examining nurses' work attitudes and the need to 


further explore this phenomenon. In consequence the volume of research 
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addressing this topic has gradually expanded. However, in comparison 
to the data available from the industrial and business sectors, sub- 
stantive information specific to nursing personnel has remained 
limited. As investigators have attempted to fill this gap not only 
the volume but the pattern of job satisfaction research has changed. 
Foremost among these changes has been the trend toward facet-specific 
measurement rather than the use of single overall measures to evaluate 
nurses' job satisfaction. 

This fundamental shift in the conceptualization of job 
satisfaction has influenced both the design and the purpose of recent 
studies. Whereas the intent of early research was the simple global 
measurement of satisfaction, contemporary investigators are not only 
exploring the underlying structure of the construct but are also 
examining possible antecedents and consequences of this phenomenon 
(Angus, 1979; Bechtold, Szilagyi, & Sims, 1980; Burton & Burton, 1982; 
Cleland et -all., 1976). 

In addition to the changes in research focus, a review of 
the recent literature reveals the introduction of new and increasingly 
complex methodologies. The simple tabulation of frequencies has been 
replaced by the more sophisticated analytical techniques of factor 
analysis and multivariate analysis of variance (Everly & Falcione, 
1976; Newman, 1972; Parasuraman, Drake, & Zammuto, 1982). These 
changes in data analysis reflect a movement away from simple bivariate 
correlation studies toward multiple variable analyses of the inter- 
active effects of organizational and personal variables. 

Improvements in methodology and design have also permitted 


the generalization of research findings. In contrast to early in- 
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vestigations which were characterized by small sample size, the 
recent introduction of large scale studies jncorporating data from 
multiple institutions and nursing specialities, has allowed inves- 
tigators to generalize their results beyond the study respondents 
(Godfrey, 1978; Gulach, 1982; Wandelt, Pierce, & Widdowson, 1981). 

Although the improvements in methodology have been sub- 
Stantial, the most significant development in this body of research 
has been the introduction of a theoretical orientation. While this 
approach to the assessment of nurses! work attitudes is limited, there 
is some evidence in the literature of attempts to study job satis- 
faction within a theoretical framework (Hall, Von Endt, & Parker, 1981; 
Redfern, 1980). 

A number of researchers have employed Herzberg's (1959) dual 
factor theory to evaluate the determinants of work satisfaction 
(Longest, 1974; Ullrich, 1978). The study samples have ranged from 
new graduates (Cronin-Stubbs, 1977) to nursing supervisors (White & 
Maquire, 1973) and, as found in the industrial sector, the results 
have been equivocal. That is, the data both support and refute 
Herzberg's bipolar conception of job satisfaction. Unfortunately, 
further study using the multitrait multimethod approach recommended by 
Campbell and Fiske (1959) has not been undertaken. The application of 
this methodology might well have explained the discrepancies among re- 
search findings and provided an answer to the frequent criticism that 
Herzberg's theory is method-bound. 

A second theoretical model frequently employed by nursing 
investigators is that of Porter and Lawler (1968) who viewed job satis- 


faction as a function of existing work rewards mediated by the 
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employees! perception of equity. Researchers have employed this 
framework for a variety of purposes including instrument development 
(Munson & Heda, 1974), comparison of the effects of nursing service 
delivery systems (Carlsen & Malley, 1981), determination of head 
nurses' influence on satisfaction (Rozell, 1977), and the correlation 
of satisfaction with personal and organizational variables (Benton & 
White, 1972; Munson & Heda, Sheridan, Slocum & Susman, 1972). 

While the measurement of job satisfaction within a 
theoretical context has been a notable advance, a major deficiency 
persists in the failure of researchers to address the issue of relia- 
bility and validity. Whether using self-developed instruments, or 
tools designed for use with other occupational groups, the fundamental 
question of instrument validity has largely been ignored (Imperato, 
1972; Nichols, 1974; Longest, 1974; Walker & Madsen, 1981). The de- 
finitive approach to construct validation, that is, the measurement of 
more than one trait using more than one method to demonstruate con- 
vergence and discriminability has not been employed by nursing re- 
searchers. Application of this model is essential if the best method 
of validly measuring the job satisfaction construct is to be determined. 
Without valid instrumentation, substantive conclusions cannot be 
reached concerning the organizational attitudes and behaviour of 
nurses. The prerequisite for improved understanding of any attitude 
is the reliable and valid measurement of the construct under study 
(Schwab, 1980). 

Failure to cross-validate measures of nurses' job satis- 
faction has hindered the comparison of findings. Despite the concep- 


tual and methodological variation however, a commonality is apparent 
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in the data. Determinants of job dissatisfaction consistently re- 
ported by all categories of nurses are those factors thought to inter- 
fere with fulfillment of the professional nursing role (McCloskey, 
1974; Wandelt et al., 1981). Wandelt (1980) and her colleagues 
concluded from their extensive survey that ''nurses are dissatisfied 
in situations and agencies where structure and process elements are 
poorly defined and integrated'' (p. 5), and in which the nurses per- 
ceive the outcome to be care of poor quality. Process refers to the 
elements that define the role of the nurse as a professional, whereas 
structure pertains to the organizational context within which nursing 
care is administered. Structural variation is extensive within 
hospitals and appears to influence both the level of work-related 
stress and the satisfaction experienced by employees (Leatt & Schneck, 
1980; Leatt & Schneck, 1982; Wandelt et al., 1981). Job dissatisfaction 
arises when nurses perceive the work environment to be incompatible with 
professional nursing practice. 

Unfortunately, the discrepancy between hospitals! expec- 
tations and nurses' views of their professional role has persisted 
for several decades (Georgopolous, 1972). Factors repeatedly assoc- 
iated with dissatisfaction include, lack of administrative support, 
inadequate staffing, and lack of opportunity for advancement. Conver- 
sely, factors viewed as professional perogatives such as autonomy, par- 
ticipation in decision-making, and educational opportunities were those 
found to consistently promote work satisfaction (Godfrey, 1978; 
McCloskey, 1974; Wandelt et al., 1981). 

The adverse consequences of nurses! job dissatisfaction in 


both economic and job performance terms points to the importance of 
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further research. However, progress in this area will be contingent 
upon the ability of investigators to validly measure the job satis- 


faction construct. 


SELECTED CORRELATES OF JOB SATISFACTION 
The preponderance of job satisfaction research has been 
correlational in nature (Locke, 1976). Both individual and organiza- 
tional characteristics have been examined. Three variables which have 
repeatedly demonstrated an inverse relationship to job satisfaction 


are role ambiguity, turnover, and absenteeism. 


Role Ambiguity 

Role theory has been used extensively as a conceptual frame- 
work for the examination of individual behaviour within organizations 
(Schuler, Aldag, 6.Brief, 1977: Van Sell, Brief, € Schuler, 1981). 

As proposed by Kahn (1964) and his associates, the theory postulates 
that employee stress results from conflicting, incompatible, or un- 
clear expectations derived from the work environment. 

The role concept defined within an organizational context 
refers to ''the expectations applied to the incumbent of a particular 
position, by the incumbent, and by the role senders within and 
beyond the organization's boundaries'' (Van Sell et al., 1981, p. 43). 

Roles may be considered functional or dysfunctional for both 
the organization and the employee. One dysfunctional dimension exper- 
ienced by many employees has been identified by Kahn et al. (1964) as 
role ambiguity. This form of role stress occurs ''when individuals 
confront single or multiple roles that are not clearly articulated in 


terms of behaviours or performance level expected'' (Van Sell et al., 
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1981, p. 44). In essence role ambiguity exists when pertinent role 
information is unavailable to the role occupant. 

The salience of examining the role ambiguity construct lies 
in its relationship with organizational attitudes and behaviour. 
Accordingly, numerous studies have been designed which explore 
possible antecedents and consequences of this phenomenon. The latter 
approach has included the assessment of both affective and objective 
correlates including turnover, absenteeism, job performance, and job 
satisfaction (Johnson & Stinson, 1975; Keller, 1975; Miles, 1976; 

Miles & Petty, 1975; Schuler, 1975). The findings have revealed that 

a more consistent relationship exists between role ambiguity and 
attitudinal variables than exists between role ambiguity and behaviour- 
al work outcomes (Van Sell et al., 1981). 

The theoretical propositions originally specified by Kahn 
(1964) and his colleagues concerning role ambiguity have been supported 
by an expanding body of empirical research (Szilagyi, Sims, & Keller, 
1976). In particular, the accumulated data uphold the initial hypo- 
thesis of an inverse correlation between role ambiguity and the 
attitudinal variable of job satisfaction. This finding has been con- 
sistent across diverse occupational samples and suggests that employees' 
work attitudes are negatively influenced by the existence of uncer- 
tainty regarding role behaviour. 

Three organizational characteristics have been identified 
which contribute to this situation: organizational complexity, rapid 
organizational change, and inadequate communication patterns (Kahn, 
Wolfe, Quinn, Snoek, & Rosenthal, 1964). Since these conditions are 


not uncommon in hospitals a number of investigators have chosen to 
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examine the role ambiguity phenomenon in this setting (Brief et al., 
1979; Lyon & Ivancevich, 1978; Mossholder, Bedeian & Armenakis, 1981; 
Randolph & Posner, 1981; Szilagyi et al., 1976). 

Organizational theorists have displayed a particular interest 
in hospitals due to the unique character of their structure and the 
consequent creation of atypical role relations among employees 
(Szilagyi et al., 1976). Hospitals are viewed as complex organizations 
characterized by frequent changes in technology and personnel which 
alter social structures and disrupt communication patterns 
(Georgopolous, 1972; Lyons, 1971; Posner & Randolph, 1979). Further- 
more, it has been noted that hospitals have traditionally shown less 
interest in employees! psychological well-being than in the techno- 
logical aspects of the work environment (Georgopolous, 1972). Given 
these organizational characteristics, the perception of role ambiguity 
among hospital employees is not unexpected and has been documented in 
several Studies (Bedeian & Armenakis, 19815 Brier et al., 1976: Lyons, 
1971). 

The occupational group most frequently studied within the 
hospital setting is the registered nursing staff. A growing body of 
research has focussed not only on the extent of role ambiguity among 
nurses but also on its relationship to job satisfaction. Successive 
studies have demonstrated an inverse correlation between these two 
constructs when measured in hospital-employed nurses (Mossholder et 
al., 1981; Posner & Randolph, 1980; Redfern, 1980; Seybolt, 1980). The 
findings suggest that when role-related information is not available 


or clearly communicated, role ambiguity and job dissatisfaction are 


experienced. 
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Turnover 

Employee turnover is a topic of both practical concern and 
theoretical interest to industrial psychologists. Increased recruit- 
ment and training costs, decreased productivity, and disruption in the 
social dynamics of an organization constitute some of the negative 
consequences attributed to this phenomenon (Muchinsky, 1978). Accord- 
ingly, researchers have investigated a number of variables believed to 
be antecedents to withdrawal behaviour. Comprehensive reviews of this 
body of literature indicate that a consistent and inverse relationship 
between job satisfaction and employee turnover has been reported 
(Brayfield & Crockett, 1955; Herzberg, Mausner, Peterson, & Capwell, 
1957; Mobley, Griffeth, Hand, & Meglino, 1979; Porter & Steers, 1973; 
Vroom, 1964). However, it has been noted that while the correlations 
have been consistent and statistically significant they have typically 
accounted for less than 16 percent. of the variance (Locke, 1976). 

Recently the study of satisfaction-turnover relationships 
has assumed new dimensions. To increase understanding of the employee 
withdrawal process and therefore improve the prediction of turnover, 
several investigators have developed multivariate models (Kraut, 1975; 
Mobley, Horner & Hollingsworth, 1978; Newman, 1974; Parasuraman, 1982). 
The essence of these models is the supposition that cognitive phenomena 
intervene between the emotional state of job dissatisfaction and the 
subsequent behaviour of withdrawal. This hypothesis is rooted in 
Fishbein's (1967) model of attitudes, intentions, and behaviour, and 
Locke's (1968) task motivation model which theorize that intention is 
the immediate precursor of behaviour. The use of behavioural inten- 


tion as an output measure in preference to actual behaviour has been 
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commended by some investigators as ''a means of shedding surplus 
variance arising from extraneous and uncontrolled influences while 
highlighting the volitional components of behaviour'' (Nicholson, Wal] 
& Lischeron, 1977, p. 501). Nicholson et al. (1977) have also cited 

a methodological advantage for the use of a measure of intent to 
leave, as opposed to a measure of actual termination. Namely, the 
frequency of termination for most employees is relatively limited 

and therefore requires longitudinal measurement. However, employees! 
evaluations concerning the likelihood of their withdrawal are frequent 
occurrences. This construct can therefore be examined on an individual 
basis and the intention - job attitude relationship explored in cross- 
sectional studies. Nicholson et al. (1977) have concluded that intent 
to leave measures could be used ''not only as a more appropriate aspect 
of labour turnover to consider in relation to job attitudes, but also 
as more amenable to analysis on an individual basis'' (p. 501). 

The theoretical relationship of intent to leave and job 
satisfaction has been verified empirically in a number of studies 
(Kraut, 1975; Martin & Hunt, 1980; Mobley et al., 1978; Waters & Roach, 
1979). Moreover, in those studies measuring both employees! propen- 
sity to leave as well as subsequent turnover, job satisfaction has been 
found to correlate more strongly with the intention to leave than with 
actual termination (Mobley et al., 1978; Waters & Roach, 1979). 

It may be concluded from the research to date that measures 
of employees! intention to leave are more consistently related to 
employees! work attitudes than are measures of actual turnover. 
Furthermore, the literature indicates that the job satisfaction-intent 


to leave relationship is demonstrated for male and female employees 
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in both blue-collar and professional occupations (Kraut, 1975; 
Parasuraman, 1982; Schuler et al., 1977). The relationship has also 
been documented in studies of the nursing population (Mobley et al., 
1978; Neuman, 1974; Redfern, 1980). However, there has been no direct 
comparison of married and single nursing employees. The likelihood 
that married female employees are less mobile and therefore have 

less propensity to leave employment has not been examined in the 
nursing population. 

The relationship between work attitudes and various indi- 
cators of turnover has been confirmed in predictive, concurrent, and 
ex-post facto studies, across diverse occupational groups, with 
multiple attitudinal and behavioural measures (Muchinsky & Tuttle, 
1979). Both overall and facet satisfaction measures support the in- 
verse correlation between job satisfaction and turnover (Muchinsky & 
Tuttle, 1979: Porter & Steers, 1973). 

Turnover indices used most frequently fall into four cate- 
gories: length of service, crude turnover rates, stability-instab- 
ility rates, and survival and wastage rates (Price, 1977). Length of 
service or tenure of employment although less sophisticated than other 
measures has been cited as one of the best predictors of actual 
termination and has been shown consistently to have a significant 
negative relationship with job satisfaction (Muchinsky & Tuttle, 1979; 
Price, 1977; Locke, 1976). 

The impact of turnover and its relationship with job at- 
titudes has not only been examined in the industrial and business 
sectors but also within the nursing population. The recent escalation 


of turnover rates among hospital nursing personnel has resulted in the 
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intensive analysis and evaluation of possible causal factors (Moores, 
Singh & Tun, 1983; Munro, 1983; Shoemaker & El-Ahraf, 1983; Ullrich, 

1978; Wandelt et al., 1981; Weisman, 1982). In fact, the impetus for 
a substantial amount of the current research into nurses! job satis- 

faction stems from the attempts of hospital administrators to reduce 

nursing attrition. 

As an occupational group, professional nurses have repeatedly 
been found to exhibit high turnover rates with some investigators re- 
porting 64 to 75 percent voluntary turnover among those surveyed 
(Fournet, Distefano & Pryer, 1966; Seybolt, Pavett, & Walker, 1978). 
Early reviews of the nursing literature indicate that negative job 
attitudes were strongly related to nurses! resignations (Diamond § 
Fox, 1958). These findings are confirmed by contemporary studies in 
which a strong negative relationship between job satisfaction and 
turnover is documented (Price & Mueller, 1981; Seybolt et al., 1978; 
Seybolt & Walker, 1980; Redfern, 1980). This body of research has 
shown increasing sophistication and methodological rigor. The use of 
conceptual models and longitudinal designs has clarified understanding 
of the withdrawal process among nurses and provided strong empirical 
evidence for the satisfaction - turnover relationships reported in 
other occupational groups. The correlation is confirmed by both the 
intent to leave and duration of employment measures. 

In summary, the prediction of withdrawal behaviour from an 
individual's work attitude has attracted widespread attention in the 
field of industrial psychology. Further understanding of the rela- 
tionship between organizational attitudes and behaviour is dependent 


upon the acknowledgement by researchers of the conceptual complexity 
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of both constructs and the empirical complexity of their inter- 
relations. Overall, the literature would seem to indicate the impor- 
tance of job satisfaction as a central factor in employees! planned 


and actual withdrawal behaviour. 


Absenteeism 

The research literature pertaining to the withdrawal be- 
haviour of employees has emphasized turnover and treated absenteeism 
with subsidiary interest (Steers & Porter, 1979). However, recent 
suggestions that the economic impact of absenteeism may be far more 
detrimental to an organization have given rise to renewed efforts to 
discover the antecedents of this phenomenon (Steers & Porter, 1979). 

Bivariate correlations of absenteeism with organizational and/ 
or attitudinal variables have characterized the bulk of absenteeism 
research (Breaugh, 1981; Muchinsky, 1977; Steers & Porter, 1979). Of 
the attitudinal constructs frequently measured, job satisfaction has 
consistently and repeatedly been found to have an inverse relation- 
ship with absenteeism (Porter & Steers, 1973). Indeed, the satis- 
faction-absence relationship has been one of the more widely re- 
searched topics in industrial psychology (Cheloha & Farr, 1980). No 
less than four major reviews of the literature conducted over the past 
forty years have confirmed this finding (Brayfield & Crockett, 1955; 
Herzberg et al., 1957; Muchinsky, 1977; Porter & Steers, 1973). Al- 
though exceptions were noted, the reviewers concluded that the data as 
a whole supported the underlying hypothesis that employees who were 
satisfied with their work environment and job characteristics had a 


strong desire to attend work. 
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Within the nursing population, turnover has been studied ex- 
tensively but few investigators have studied the conceptually related 
phenomenon of absenteeism. This fact is somewhat surprising given the 
probable influence of absenteeism on cost containment and the quality 
of nursing care (Myrtle & Robertson, 1979). Moreover, the finding 
that absenteeism is predictive of turnover (lyons, 11972: “Waters & Roach, 
1979) has profound implications for increasing staff retention if these 
findings can be replicated within the nursing population. 

Myrtle and Robertson (1979) contend that a high absenteeism 
rate within a nursing unit is symptomatic of deficiencies in either the 
organizational climate, the work team, or the work content. Evidence 
available from studies of both blue-collar and white-collar workers in 
the industrial sector supports this contention and verifies the ex- 
pected linkage between employee job satisfaction and work attendance 
(Garrison & Muchinsky, 1977; Hrebiniak & Roteman, 1973; Porter & Steers, 
1973). Although studies of nurses' absenteeism are limited, the em- 
pirical data which are available support the negative correlation of 
absence behaviour with work attitudes (Jamal, 1981; Neumann, 1972). 

In spite of variation in construct definition, the phenomenon 
of absenteeism has most often been operationalized as the frequency of 
withdrawal behaviour and measured accordingly (Hammer & Landau, 1981; 
Muchinsky, 1977). Support for this approach has been demonstrated 
in the work of Breaugh (1980) who evaluated multiple absence measures 
and found the frequency measure most reliable. It was considered more 
stable over time than a measure of total days absent, since it was less 
sensitive to a single extended period of withdrawal and more reflective 


of voluntary absenteeism. 
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Although the superiority of frequency measures has been af- 
firmed, multiple definitions and measures of absenteeism are pre- 
valent in the literature (Dalton & Perry, 1981; Fitzgibbons & Moch, 
1980; Porter & Steers, 1973). Considerable variation is also evident 
in the time interval over which the data are obtained. Periods as 
brief as four months have been used by some researchers (Jamal, 1981), 
whereas others (!lgen & Hollenbach, 1977) have extended their assess- 
ment over an interval of a year and a half. Hammer and Landau (1981) 
assert that three criteria: the organizational context, the behaviour 
pattern of the research sample, and the index of measurement should 
serve as guidelines for the selection of the appropriate interval. 

A review of the satisfaction-absence literature reveals 
variation not only in absence measures but in satisfaction instruments 
as well. Some investigators (Metzner & Mann, 1953; Van Zelst & Kerr, 
1953) utilized an overall measure of job satisfaction while others 
(Cheloha & Farr, 1980; Fitzgibbons & Moch, 1980) measured facet satis- 
faction. Both approaches demonstrated significant negative correla- 
tions. However, Waters and Roach (1971, 1973) and Newman (1974) 
found absenteeism to be differentially related to separate dimensions 
of job satisfaction. Their studies revealed significant negative cor- 
relations with the intrinsic facet but failed to establish a similar 
relationship between the extrinsic facet of job satisfaction and the 
absence behaviour of employees. 

As previously noted the absence research has been bivariate 
in nature and the development of empirically derived multivariate 
models specifying absence determinants has been limited (Fitzgibbons 


& Moch, 1980). Given this orientation of the research, little has been 
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discovered about the effect of intervening variables in explaining the 
consistent, but rather low, correlations between absenteeism and job 
satisfaction found throughout the literature (Hammer & Landau, 1981; 
Steers & Rhodes, 1978). Those models that have been formulated 
postulate that attendance motivation is determined by an employees' 
job satisfaction as well as various internal and external pressures to 
attend (Nicholson et al., 1976; Fitzgibbons & Moch, 1980; Steers & 
Rhodes, 1978). According to these models attendance is also influenced 
by the presence of competing demands outside the work setting. The 
possibility that the satisfaction-absence relationship is moderated in 
populations comprised of married female employees occupying multiple 
roles has not been extensively examined. 

To date, the literature has largely assumed that job dis- 
satisfaction is the primary cause of absenteeism. However, some inves- 
tigators have failed to verify the satisfaction-absence relationship 
and have attributed their findings to conceptual and methodological 
uncertainties surrounding the absenteeism construct (Ilgen & Hollenbach, 
1977; Nicholson, Brown & Chadwick-Jones, 1976). It would appear that 
further clarification of the relationship between organizational at- 
titudes and behaviour is dependent upon the improved conceptual iza- 
tion of both phenomena, and an evaluation of the role of moderating 


variables. 


MEASUREMENT THEORY 
Reliability 
Reliability is defined as ''the accuracy (consistency and 


stability) of measurement by a test’! (American Psychological Associa- 
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tion, 1966, p. 25). Accuracy in this sense is the ratio of true score 
to observed score variance (Kerlinger, 1973), and thus represents 

that proportion of test variance which is systematic rather than ran- 
dom. 

An estimate of random or measurement error variance may be 
derived from a number of statistical techniques. The majority of 
reliability analyses center on the sampling of items, time, or 
observers as the sources of error (Schwab, 1980). The reliability 
coefficient obtained thus reflects the equivalence, homogeneity, or 
stability of an instrument. Selection of the appropriate technique is 
guided by the nature of the data and the researcher's interest in 
knowing the stability of various sources of variation. 

A statistical model which is pertinent to the construct 
examined in this study is Cronbach's (1951) alpha. The alpha co- 
efficient is the degree of internal consistency or homogeneity of a 
test and reflects the degree to which a single construct has been 
measured (Ferguson, 1976). 

Even though the reliability estimate is considered an in- 
dicator of consistency, it is only a measure of stable variance and 
may include systematic, stable contamination. Consequently, reli- 
ability is considered a necessary but not sufficient condition to 


ensure the validity of an instrument. 


Validity 


Validity is the essential concept in measurement theory and 


has been defined by Thorndike and Hagen (1961) as ''the extent to which 


a test measures what we actually wish to measure!’ (P. 160). Methodolo- 


gically, reliability reflects agreement between one or more measures 
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of the same attribute obtained by maximally similar methods, whereas 
validity pertains to the agreement of independent methods of measure- 
ment designed to measure the same attribute (Campbell & Fiske, 1959). 
Fundamentally, all procedures for determining test validity 
are concerned with the relationships between performance on the test 
and other independently observable facts about the behaviour char- 
acteristics under consideration'' (Anastasi, 1968, p. 99). The 
specific procedures employed pertain to the assessment of four types 
of validity: face, content, criterion, and construct. In the follow- 


ing discussion each of these forms of validity will be discussed. 


Face Validity 

"Face validity refers, not to what a test necessarily 
measures, but to what it appears to measure'' (Anastasi, 1954, p. 127). 

In a critical review of the concepts of face validity Mosier 
(1967) concluded that three meanings were commonly attributed to the 
term: validity by assumption, validity by appearance, and validity by 
definition. Although superficially similar, Mosier (1967) cautioned 
that the implications of these meanings were widely diverse. 

While expressing a number of reservations concerning usage 
of the term face validity, Mosier (1967) did acknowledge that validity 
by appearance was important. ''It is highly desirable that a test 
possess not only statistical validity, but also, as an added at- 
tribute, the appearance of practicality'' (Mosier, 1967, p. 218). Thus, 
the acceptability of a test by subjects as well as investigators is 
influenced by the extent to which it appears both practical and 


relevant for the purpose intended, and as such is worthwhile to 


establish. 
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Content Validity 

‘Content validity is the representativeness of sampling 
adequacy of the content - the substance, the matter, the topics - of 
a measuring instrument'! (Kerlinger, 1973, p. 458). 

A common methodological approach for obtaining content 
validity is the subjective judgements of individuals believed to be 
experts in the content area. These experts evaluate test items in 
terms of their representativeness of the sampling of the universe, 
and their relevance to the construct being measured (Kerlinger, 1973). 
The experts are guided in their judgement by a definition of the 
universe of content, and an explication of the rationale underlying 
the instrument (Kerlinger, 1973; Selltiz, Wrightsman, & Cook, 1976). 

A minimally acceptable level of agreement among a panel of independent 
judges for determining the retention of any one item must be estab- 
lished a priori (Hazlett, 1975). 

The importance of content validity as a foundation of other 
forms of validity has been emphasized by Ebel (1979). Criterion (con- 
current and predictive) and construct validation are viewed as a 
logical extension rather than an alternative to the subjective eval- 


uation of an instrument's content. 


Criterion-Related Validity 

Criterion-related validity refers to the degree of con- 
sistency between a test score and an external variable or criterion 
(Kerlinger, 1973). The criterion provides ''a direct and independent 
measure of that which the test is designed to predict'' (Anastasi, 1968, 


p. 105). The relationship between test and criterion scores is com- 


a ae A} 
7 
- 
: . _ 
, an 
aebidqmes Yo eognndl jade a. onl: P tid 
vs ~ shiees sre eae elt ~esidiates ant ~ 
7 7 a iol 
CTE ot PEVel ots ae, v 
g:no2 grintetda 9of jaeaye (Fay rer ees a” 
uf tall ofeinavibal en sgnsde cholate isi hi4 279 veins 
read areibwes eateans $8507 av apbanss wha ot ete 
, vans , oi femee alt to ecake 2 2éeAggaugay viet waar 
x 
fei wind @ PPD SM S28 ct sernavalor slats b - ' 
7 a —_ q 
c | "7 bo YO I°at ' at ee | The Tis erat s°e@ ena Boi, 
meee SAD Jo AoPesol [Gna Re ,tepanco No pavievi > 
: heme “sw che Gee (Met cet riivell stance ots _ 
a 
Fr ye En \yevet aidece croeliogt Vamenta A wal 
eau 3 Li ei ¥4q to He) ees veel evn) eae ae =o seo 
* tT 3 vie ai) bani havielt 
aGyry 76 g ' a s €¢ YET s Ts ND 46 ‘Sue!’ ‘oxy wt 
© ie os yo (o i LA ;: ae rr) nam ot vv pled ley 1a: J ' 
{ ' 7 
. ep be As netsanTis uieeile th Ler oethetg iyo 
Pa : 
iow lun lula Sr. OF ci danieiia nh Cot TeeY MA enetee ' eo 
mC, +) pum 2 On! oe) ‘ 4 opie i 
7 | . 
iy alta 
. arse Ki 
>on : n 
. ae SS wsehep SG ws eye04 vit fav * 


- 
ee A eis «<9 pl eet Tarn 49 ' Une wha He 


ee ie 7 
Gunung pea) . ints yavt Se eh ua 
. a 


a 


4S 


monly expressed as a correlation coefficient and provides an empirical 
estimate of the instrument's validity or the degree to which a pre- 
dicted relationship is demonstrated in the study findings. The 

essence of this approach to validation lies in the utility of the 
instrument as a predictor rather than its ability to measure a specific 
theoretical trait. Campbell] and Fiske (1959), however, have clearly 
shown that simple convergence (as indicated by a predictive relation- 
ship) is indeed insufficient unless appropriate discimination 
(divergence) can also be clearly established for those attributes which 
should not, theoretically, have any relationship. 

Two forms of criterion-related validity have been identified: 
concurrent and predictive. The former refers to the relationship 
between test and criterion scores when both measures are administered 
simultaneously; the latter pertains to the correlation of scores when 
the criterion is measured at a later date (Mehrens & Lehmann, 1973). 
Although this distinction has been made on the basis of time relations 
between criterion and test measurement, Anastasi (1968) has emphasized 
that the term prediction may be ''used in the broader sense to refer to 
prediction from the test to any criterion situation, or in the more 
limited sense of prediction over a time interval'' (p. 105). 

The essential but problematic aspect of concurrent and 
predictive validation is the identification of a valid criterion 
measure. Mehrens and Lehmann (1973) have described three charac- 
teristics considered desirable in these measures. First, the 
criterion should be relevant. Although this quality rests ona 
value judgement it is important to ascertain the degree to which the 


criterion reflects the ultimate criterion. Second, the criterion must 
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be reliable since validity is attenuated by the reliability of either 
the criterion or predictor measures. Lastly, the measure should be 
free from bias or contamination which occurs when the criterion score 
is unfluenced by knowledge of the predictor score; (in fact, Campbel] 
and Fiske (1959) had earlier established this point by emphasizing the 
need for two or more independent methods of assessment before any 


validity estimate can be established). 


Construct Validity 

In their seminal work on construct validity Cronbach and 
Meehl (1955) defined a construct as ''some postulated attribute of 
people assumed to be reflected in test performance!’ (p. 247). A con- 
Struct is also implicitly defined by the network of propositions 
(nomological network) in which it occurs (Cronbach & Meehl, 1955). As 
such, a construct is necessarily a non-operationalized phenomenon, but 
one which has the most utility because of the inherent generalizability 
provided by the nomological network. 

The purpose of construct validation is to determine the 
degree to which the construct, as defined in the nomological network, 
accounts for the variance in test performance. This form of 
validity, because of its theoretical basis, is not ''proven'! or 
'verified!' but rather supported or not supported by the test results 
(Polit & Hungler, 1978). In those instances where construct validity 
is lacking, the test and/or the underlying theory has to be questioned 
in the interpretation of results. 

Several statistical techniques to estimate construct 


validity have been described (Cronbach § Meehl, 1955). Among these 
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techniques, factor analytic methodology is prominent in studies de- 
signed to assess organizational behaviour. Factor analysis is a 
descriptive procedure which identifies clusters of related variables. 
A series of measures are correlated and then factored by their common 
variance to determine the number of dimensions the test space occupies. 
When these common variances (dimensions) are interpretable given the 
construct of interest, a necessary but insufficient basis exists for 
supporting validation. The underlying dimensions or traits are re- 
ferred to as factors and are linear combinations of the variables in 
the data matrix (Polit & Hungler, 1978). Factor analysis therefore, 
provides an empirical method for assessing the dimensionality of a 
measure, not unlike the use of alpha for establishing reliability. 
However, as indicated above, the model provides only necessary evidence, 
not sufficient evidence, for the establishment of construct validity. 
Construct validity may also be assessed by comparing the 
test scores of contrasted groups (Anastasi, 1968; Cronbach & Meehl, 
1967). Support for test validity is obtained when the results verify 
the researcher's expectation that the groups will differ. These ex- 
pectations, of course, are based again on the theoretical underpinnings 


related to the construct and its associated effects. 


SUMMARY OF CHAPTER 
In this chapter, selected literature pertaining to the ob- 
jectives of this investigation was reviewed. Following a description 
of the historical trends in research, a discussion of the current 
theoretical and methodological issues underlying the measurement of 


job satisfaction was presented. It was noted that a single preferred 


conceptual model or operational strategy for the measurement of the 
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construct is not evident in the literature. Furthermore, criticism 
has been directed toward the failure of researchers to assess the 
psychometric properties of instruments and it has been strongly re- 
commended that the measurement of job satisfaction be more thoroughly 
explored. Future studies must be directed toward the validation of 
instruments using the multitrait multimethod strategy described by 
Campbell and Fiske (1959) if a definitive answer to the measurement 
question is to be found. 

The assessment of job satisfaction as it pertains to nursing 
personnel was also reviewed and it was noted that the validity of in- 
strumentation was infrequently evaluated. In those studies where re- 
searchers did estimate an instrument's validity, the procedure was 
limited to a monotrait monomethod approach. 

The chapter concluded with a review of selected correlates 
of job satisfaction and a discussion of the principles of measurement 
theory. 

The intent in this investigation was to validate a scale 
designed to measure the job satisfaction of nursing personnel. The 
following chapter contains a description of the instrument and the 


models employed to assess the validity of the measure. 
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CHAPTER III 


METHODOLOGY 


INTRODUCTION 

The purpose of this study was to evaluate the validity of an 
instrument designed to measure the job satisfaction of nursing per- 
sonnel. The data obtained from a pilot study were used to develop 
an instrument designed to reflect the intrinsic and extrinsic dimen- 
sions of the job satisfaction construct. Content, construct, and 
criterion-related validity of the instrument were assessed in order 
to estimate the apparent worth of the scale as a measure of these two 
facets and/or factors of job satisfaction. In this chapter the 
met hodology Baetotet te establish these three validity estimates is 


presented. 


SUBJECTS OF THE STUDY 

This study was restricted to the population of registered 
nurses employed by the Cross Cancer Institute, Edmonton, Alberta. The 
Institute is an active treatment hospital designed for the care of 
patients with malignant disease. 

The study subjects included both staff and supervisory 
nursing personnel employed in various areas throughout the hospital. 
Both full-time and part-time nursing personnel were regarded as 
eligible for participation in the study. Part-time employees were de- 
fined as those who worked less than 37.5 hours per week (the normal 
work week for full-time employees). 

Nurses employed at the Institute less than three months were 


excluded from the study on the assumption that valid evaluations of 
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job satisfaction and role ambiguity would not be obtained from this 


group. 


INSTRUMENTATION 

The questionnaire utilized in this investigation was design- 
ed to measure nurses! job satisfaction. Selected demographic vari- 
ables as well as measures of role ambiguity, duration of employment, 
absenteeism, and intent to leave the organization were also incor- 
porated so that the criterion and construct validity models suggested 
by Cronbach and Meehl (1955) could be used to determine the apparent 
validity of the job satisfaction measures. 

As indicated in the literature review, no validity estimate 
can be established without the use of independent criteria. In this 
regard, this particular study is sound. However, it has also been 
noted (Campbell & Fiske, 1959) that independent methods, numbering 
at least two, must also be employed along with the use of more than 
One construct so that not only convergence but appropriate divergence 
can be established. In that this study has incorporated only one 
method (a pencil and paper survey instrument) this study is not sound. 
However, in that Cronbach's and Meehl's (1955) models for establishing 
necessary conditions for validity were done, this study design is 
VUSstiiiedsA ptlOnl, nt the scale mailed tommeebeatsledsts bie wencote= 
tical conditions laid out by these latter authors, there would be no 
need to pursue the sophisticated and costly measures required by the 
sufficient design described by Campbell and Fiske (1959). Of course 
if fruitful results were obtained, the need for this additional 


research would be apparent. 
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Job Satisfaction 

The construct of job satisfaction has been studied within the 
context of various theoretical models (Korman, 1971; Locke, 1976). A 
trend toward increasingly complex models or the combination of models 
has become evident in the past two decades as investigators have recog- 
nized the complex nature of job satisfaction. To date, individual 
models have not been found to explain a substantial amount of the 
observed variation in job satisfaction (Smith et al., 1969). For this 
reason the model developed by Porter and Lawler (1968) which evolved 
from both need and expectancy theories was selected for use in this 
Study. 

The instrument employed to measure job satisfaction was 
based on the measure designed by Porter and Lawler (1968) and later 
modified by Munson and Heda (1974) for use in the hospital setting. A 
copy of the instrument is provided in Appendix |. 

The modified instrument of Munson and Heda (1974) was com- 
prised of four theoretical facets of satisfaction. The intrinsic 
category consisted of items which were conceptualized as satisfiers 
of self-actualizing needs. The second category, defined as extrinsic, 
contained those items related to the context of a job such as working 
hours and salary. Items pertaining to the satisfaction of ego needs 
were classified in the third category of involvement. The final cate- 
gory, defined as interpersonal, consisted of items reflecting satis- 
faction of the need to belong. 

The format of the questionnaire was identical to the original 
Porter and Lawler (1968) measure. Twelve job attributes were listed 


and for each item or attribute a series of three questions were posed: 
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(a) How much is there now?; (b) How much should there be?; and 

(c) How important is this to you? Subjects were asked to respond to 
each question using a seven point rating scale. The ratings were 

then utilized to derive three separate scores. The response to 
question (a) was considered an evaluation of the goodness of job 
conditions. The (b) response minus the (a) response was defined as 
the measure of deficiency in job conditions, and this measure weighted 
by the (c) response was interpreted as the dissatisfaction score. 
Limited evidence to support the reliability and construct validity of 
the instrument has been presented by Munson and Heda (1974). Sufficient 
evidence, however, has not been demonstrated in that the convergent 


and discriminant validity of the scale was not assessed. 


Pilot Work 

In order to ensure the applicability of the instrument to 
the oncology setting as well as ensure the nurses' co-operation in 
completing the questionnaire some modifications of the scale and pilot 
testing of the same was undertaken. Whereas, the Munson and Heda 
questionnaire was composed of two parts - the first containing ques- 
tions (a) and (b), the second containing question (c) - for the pilot 
study, part two was eliminated and all three questions were posed to- 
gether. This change was intended to improve subject co-operation by 
reducing the apparent length and time required for completion of the 
questionnaire by the respondents. In addition, the range of the 
rating scales was reduced from seven to five in order to minimize the 
tendency toward a response-set (Guilford, 1954). For questions (a) and 
(b) the verbal descriptions of ''none at all'' and ''maximum'' were re- 


tained to anchor the extremes of the scale. For question (c) the 
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phrases ''not important'! and ''most important!' anchored the scale and 
replaced the individual descriptors (among the less important, of some 
importance, middle range of importance, among the more important, 
among the most important) used by Munson and Heda (1974). 

A major investigation undertaken in the pilot study was the 
examination of Munson and Heda's scoring method. As previously dis- 
cussed the use of difference scores may be considered highly question- 
able on the basis of diminished reliability. It was assumed that the 
responses to questions (a) and (b) would be correlated and therefore 
the difference measure would be unreliable. Consequently, the res- 
ponses to questions (a) and (b) were instead used in a regression 
analysis to determine a residual score defined as the deviation of an 
observed Y from an estimated Y value. The discrepancy score was thus 
redefined as a residual score obtained by using the responses to 
questions (a) and (b) and the predicted response to question (b) to 
yield the residual score. That part of the (b) score which cannot be 
predicted using the (a) score is the residual. 

All of the instrument modifications were precipitated by the 
nature of the research questions, and the desire to reliably measure 
job satisfaction in a nursing specialty not previously investigated. 


On completion of the pilot study the construct validity of 


the instrument was assessed by means of factor analysis. The a priori 


assumption that the instrument measured four separate facets of job 
satisfaction was not supported. Instead, two factors emerged which 
were identified as intrinsic and extrinsic and appeared to relate to 


job content and job context factors respectively. 


The finding that the factor solution did not replicate the 


a 


siete ela we ee anivand : 

UE apse aha genie ‘9 ws 

wit ow couse doth ef? Al “easFinhew nol deg 

“git y’auchys @ aA >, Sota ee ¢ wisesctya as 

~0G\ RGU YIRGEA SetabTendd Sa yor 0s10be chine TFN aailse is bas iva, 
ais cet? balche wew 81> seed i ide das hertat ntl di inde ow tds 

watewnt? Se ae Sales | ad tlvow (dt) tre ‘tay. area) Sdeup of 2s s2neg im 


ag 2 
et sii) ,Vl ineegsdiin) vol ep leens 4 bloom ananeen coos ee) 
j 


Peiteeitia @ at Bait’ aeezea! oxew td) ‘bre Te)! ondiGeand’ of 
_ 


's zabtelyab. of? de bend tan ave % lebliess & ahlane 34) of etext “ 


oul? oy atdae VOraAGeqacih a) oUfey V 4eJgamités. ns mor} Y bs 
‘ 


om théiggevr o*2 onlad wd. bee? coy qeede Ietbleet « oe tant 
of (adbnobtene sd Stiiages) bs*o! aged qtr tne {¢) Bre (x) snot 


eu Sagas velit Ai\ooy (3) aes 76-9940 SeMT jj eyman laub leery ety. bales 
om 


Jevbjes: oly 8] eione (nb tt. gabeu bey! 


wl, «@ Weretlgicur tige Snetee "lie Jinseset afte te 118 Ee 
| Sige } 


vivetin vida !s'i %& of espe baie) Doe ei seeup €> eens? = to: 


a7 ? 

; ae 4 
Velsoiteqval WiivRlvatg a of4einees go! ety emt viele ul on 
7 


‘a Vel ley sow eD) Ont very relin eO0 Ve inna a : 
Ingi ns oF. .clawigge Sogad) Nim poem i. hereneag —t 
ei, *o eset) otenbaee, SUDY DA" uanits ionprteind 
Psh4y acareen ‘ poncaet Ga obra tae! ore ar 
US Siefa) wt eh i lh oma ba: aoa 


mF be 


hypothesized facets of the instrument suggested that the facets con- 
verged or were inconsequential as key dimensions of the universe called 
job satisfaction. It was concluded that the broad categories of job 
content and job context may be relatively easier to measure than the 
more refined facets of interpersonal and involvement characteristics. 

Since factor analysis of the pilot study data did not support 
an a priori postulate that four satisfaction dimensions (correlated or 
uncorrelated) existed, the questionnaire was accordingly reduced to 
focus in on two dimensions. To improve construct validity the instru- 
ment was reconstructed using factor loadings of each item on either of 
two dimensions found in the pilot study. Items with factors loadings 
less than 0.4 were replaced. Newly developed items were those most 
frequently documented in the literature as determinants of nurses! job 
satisfaction/dissatisfaction and were consistent with the hypothesized 
dimensions. 

The revised instrument was designed therefore to measure two 
dimensions of satisfaction namely, intrinsic and extrinsic, and 
accordingly contained only items relevant to the job content and job 
context of nurses employed in a hospital setting. The format remained 
identical to that previously noted. For each job attribute, the series 
of three questions was posed and subjects were asked to respond on a 
five point rating scale. 

Conceptually distinct measures of satisfaction/dissatisfaction 
were derived. First, satisfaction was operationalized as need fulfill- 
ment or the sum of responses to question (a) how much is there now? 
These scores are identified as A scores throughout the study. Secondly, 


dissatisfaction was measured as a residual score using the response to 
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question (a) to predict the response to question (b) as previously 
described. These scores are hereafter referred to as the B residual 
scores. The third scoring technique utilized in the study is the A 
scores weighted by the importance scores. The importance weighting 
was determined by the response to question (c) ''how important is this 
to you?'' These scores are referred to as the Weighted A scores. The 
final measure of satisfaction was a residual score obtained by pre- 
dicting the response to question (a) using the response to question 
(c). These scores are referred to as the A Residual scores. The 
rationale for obtaining the A Residual score is the failure of organi- 
zational theorists to resolve the issue of importance weightings as 
previously discussed. The calculation of this score addresses the 
question by deriving a measure of need fulfillment not predicted by 
importance. That is, if importance weightings are redundant by virtue 
of the implicit weighting ascribed by the respondent, then the A 
Residual score will be free of that part of the A score influenced by 


importance. 


Role Ambiguity 

An instrument developed by Rizzo et al., (1970) was used to 
measure nurses! perceptions of role ambiguity. The scale developed by 
these investigators evolved from the earlier work of Kahn (1964) and 
his associates who proposed the existence of two separate dimensions 
of the role stress construct which they identified as role ambiguity 
and role conflict. Role ambiguity was operationally defined in terms 


of deficiencies in ''(a) the existence or clarity of behavioural re- 


quirements serving to define role behaviour, and (b) the predictability 


of the outcome of one's behaviour'' (House & Rizzo, 1972, p. 479). 
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The items comprising the instrument were designed to assess 
the subject's certainty about work duties, level of authority, 
allocation of time, relationships with others, as well as the clarity 
of organizational policies and the respondent's ability to predict 
behavioural outcomes (Rizzo et al., 1970). 

The instrument consists of six items to which subjects res- 
pond on a seven point scale ranging from very false to very true. The 
arithmetic sum of responses (reverse scored) yields the total role 
ambiguity score. 

The reliability and validity of the role ambiguity scale has 
been assessed and reported by several investigators (Breaugh, 1980; 
House & Rizzo, 1972; Schuler et al., 1977; Szilagyi et al., 1976; 
Keller, 1976). The most comprehensive examination of the scale's 
psychometric properties has been conducted by Schuler et al., (1977). 
These investigators evaluated the factor structure, test-retest and 
internal reliabilities, coefficients af congruency, and correlations 
with attitudinal and behavioural variables using diverse employee 
samples from four separate organizations. Internal consistency reli- 
abilities exceeded 0.7 in all but one sample, which reflected the 
findings of numerous other studies (Bedeian & Armenakis, 1981; Posner 
& Randolph, 1980; Schuler, 1975). Moreover, coefficients of concor- 
dance for role ambiguity, the five facets of satisfaction, employee 
expectancies, and task characteristics lent support to the scale's 
construct validity as did the correlations between role ambiguity and 
the task characteristics and expectancy measures. 

A modification of the instrument - the deletion of the sixth 


item - was undertaken in an attempt to improve the clarity of the scale. 
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Thus, possible scores for the modified five item measure ranged from 


five to thirty-five. 


Intent to Leave 

Recognition of the consistent relationship between job dis- 
satisfaction and an employee's intention to withdraw from the organiza- 
tion has resulted in the widespread use of this variable in industrial 
research (Kraut, 1975; Martin & Hunt, 1980; Waters & Roach, 1979). While 
some variation in the measurement of this construct has been evident, 
most frequently respondents are asked to indicate, (via Likert scale) 
the probability of future voluntary termination from employment. Re- 
ferences to future termination have ranged from two to five years, but 
regardless of the time period specified, consistent correlations with 
job dissatisfaction have been documented (Nicholson, Wall & Lischeron, 
USI 

For the purpose of this study nurses' termination intentions 
were elicited by asking the subjects to indicate on a five point rating 
scale the likelihood of voluntary termination of their employment in 
the next three years. The time interval of three years was a modi- 
fication of Kraut's (1975) original measure which specified a five year 
interval. However, the relatively high turnover rate within the 
nursing population as opposed to other occupational groups suggested 


the necessity of this change (Donovan, 1980). 


Absenteeism 
As suggested in the literature multiple measures of absen- 
teeism were employed in this study (Breaugh, 1980; Cheloha & Farr, 


1980; Muchinsky, 1977). Three measures - casual absence, general 
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absence, and the frequency of absence - were selected on the basis of 
their prevalence throughout the research literature and their demon- 
Strated relationship to job satisfaction (Fitzgibbons & Moch, 1980; 
Jamal, 1981; Muchinsky, 1977). 

Absence frequency was defined as the total number of absence 
periods over a one year interval. Casual absence was defined as the 
total number of hours absent, over a one year period, when the 
duration of each absence was three days or less. General absence was 
defined as the total number of hours absent over a one year period, 
when the duration of each absence was greater than three days. 

The distinction between casual and general absence was based 
- on the studied Institute's sick leave policy which stated that nurses 
who were absent periods of three days or less were not required to 
present a medical certificate. Casual and general absence may have 
reflected therefore the distinct entities of voluntary and involuntary 
withdrawal respectively. 

The absenteeism measures were calculated following a review 
of each subject's work attendance record for the year preceding the 
study. For those nurses employed less than a year the absenteeism 


measures were prorated. 


DATA COLLECTION 
Permission was obtained from the Director of Nursing, 
Cross Cancer Institute to conduct the study. 
The names and work locations of the study population were 
obtained from the Director of Nursing prior to the distribution of 


questionnaires. In order to correlate the individual satisfaction and 
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absenteeism data the questionnaires were coded numerically for identi- 
fication purposes. Personalized questionnaires for each subject were 
distributed to the appropriate work setting. Included with the 
questionnaire was a covering lettter (Appendix I!) which explained the 
purpose of the study and the importance of response, and also provided 
an assurance of confidentiality. 

Participants in the study were selected on the basis of two 
criteria: tenure and nature of employment. Subjects were restricted 
to the registered nursing staff employed in supervisory and non-super- 
visory positions who had been employed in the study setting for greater 
than three months. All 102 subjects who met these criteria received 


questionnaires. 


ESTABLISHMENT OF RELIABILITY 

Cronbach's (1951) alpha coefficient, a measure of internal 
consistency, was used to determine the reliability of the job satis- 
faction instrument. Assuming that the questionnaire measured the 
multidimensional nature of the satisfaction construct one would expect 
the value of the alpha coefficient to be relatively low since the 
internal consistency may be interpreted as the degree to which an 
instrument measures a single trait (Ferguson, 1976). As such the 
alpha coefficient of each set of items intended to measure extrinsic 
and intrinsic factors of satisfaction was also calculated and adjusted 
for test length (via Spearman-Brown Prophecy Formula) so that com- 
parisons could be made. 

The reliability of the criterion measure, role ambiguity, was 


also assessed using Cronbach's (1951) alpha coefficient. 
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ESTABLISHMENT OF VALIDITY 

Content Validity 

Content validity was assessed by submitting the instrument to 
a panel of three experts for examination of the items with respect to 
clarity, ambiguity, ease of understanding, and relevance of the content. 
In addition, the panel was asked to comment on the representativeness 
of the items as they pertained to the hypothesized facets comprising 
the instrument. To facilitate this request the letter accompanying 
the questionnaire described the theoretical model underlying the 
instrument's format and categorized the items ascribed to each facet. 

The panel was selected for their expertise in nursing and 
organizational behaviour, as well as their familiarity with the study 
setting. Each member was a registered nurse who possessed research 
experience. Two members held senior administration positions at the 
hospital studied, and the third member held an academic position in 
the Department of Health Services Administration, University of Alberta. 

Two-thirds agreement as to the item's worth was requested as 


the a priori criterion for inclusion of questionnaire items. 


Construct Validity 


The statistical procedure of factor analysis was one tech- 
nique used to estimate the construct validity of the job satisfaction 
questionnaire. The intent of this approach was to determine the extent 
to which the a priori conceptualization of job satisfaction correspond- 
ed to empirically derived factors. Both orthogonal and oblique 
techniques were employed in an effort to find the most interpretable 
solution. If the questionnaire measured the multidimensional job 


satisfaction construct as operationalized in this study a two factor 
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solution would be expected. 

To further assess the degree of construct validity a one-way 
analysis of variance was employed to examine the mean differences 
between groups. Nurses employed in a supervisory capacity were 
expected to report a higher level of job satisfaction than staff 


nurses working on in-patient units. 


Criterion-Related Validity 

The degree of concurrent or predictive validity attributed 
to an instrument is derived from the correlation of that instrument's 
scores with a criterion. The essential, but problematic, aspect of 
this approach is the identification of reasonably reliable and valid 
criterion measures (Schwab, 1980). In this study, four measures were 
judged to be suitable: absenteeism, role ambiguity, intent to leave, 
and tenure or duration of current employment. These variables were 
selected on the basis of 1) their primarily objective nature, 

2) their widespread use in empirical research, and 3) their docu- 
mented psychometric properties. 

To establish the degree of predictive validity of the job 
satisfaction questionnaire multiple regression analysis was ‘employed. 
Each of the criterion measures was subjected to analysis with all of 
the job satisfaction scores. Factor scores were also subjected to a 
regression analysis to determine if these scores were more predictive 


of the criterion measures than the raw satisfaction scores. 


SUMMARY OF CHAPTER 
A questionnaire intended to measure job satisfaction, role 


ambiguity, intent to leave, employee tenure, and selected demographic 
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variables was distributed to supervisory and non-supervisory nursing 
staff at the Cross Cancer Institute. 

A modified form of the job satisfaction instrument developed 
by Munson and Heda (1974) specifically for nursing personnel was 
utilized. Modifications were undertaken with a view to the study popu- 
lation, and on the basis of data derived from a pilot study. The 
content validity of the instrument was assessed by a panel of nursing 
personnel, and the criterion-related and construct validity were 
evaluated through the statistical techniques of multiple regression, 
analysis of variance, and factor analysis. 

The results and interpretation of these analyses are con- 


tained in the following chapter. 
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CHAPTER LV 


PRESENTATION AND DISCUSSION OF RESEARCH FLNDINGS 


ENT RODUCT ION 

The purpose of this study was to estimate the degree of 
validity of a scale designed to measure the job satisfaction of 
registered nurses. The scoring format of the instrument provided three 
separate measures of job satisfaction, and one measure of job dissatis- 
faction each of which was examined in terms of its validity. Addition- 
ally, two subscores for each of the four scoring methods were also 
calculated, in order to examine the a priori postulate that the in- 
strument yielded a two dimensional solution - i.e., extrinsic and 
intrinsic facet measures of job satisfaction. 

The research findings and interpretation of data analyses 


related to these various investigations are presented in this chapter. 


Characteristics of Respondents 


Potential respondents had been identified as full-time or 
part-time staff in supervisory (excluding the Director of Nursing) or 
non-supervisory positions, and who had been employed in the study 
setting for greater than three months. These criteria were met by 102 
subjects, each of whom received a questionnaire with a personalized 
covering letter sent to her at the work setting (cf. Appendix I1). 

Of the 102 potential respondents, 62 returned usable ques- 
tionnaires, yielding a response rate of 61 percent (see Table 1). 
Twenty-one of the subjects were responsible for out-patient care and 29 
were employed on in-patient units; the remaining 12 nurses in the 


sample held supervisory positions. 
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The largest proportion of respondents (41.9%) had five to ten 
years of full-time nursing experience. The length of nursing exper- 
ience at the Institute ranged from six months to 14 years. Approxima- 
tely 6 percent of the respondents had been employed two years or less, 
27 percent had three to five years experience at the Institute, and 16 
percent reported six to 14 years of employment. 

Nine respondents held baccalaureate degrees, 48 were educated 
at the diploma level, and the remaining five had obtained other types 
of post-diploma education. Nurses employed part-time represented 45.2 
percent of the respondents. 

In response to the question concerning intent to terminate 
employment within the next three years, 1.6 percent of the respondents 
indicated that termination was a certainty, 19 percent thought it was 
probable, 22.6 percent were not sure, 40.3 percent indicated that they 
probably would not leave their present employment, and 16.1 percent 
were certain they would not terminate employment. 

Further descriptions of the respondents! characteristics are 


outlined tn Table 1. 


Results of Statistical Analyses 
Establishment of Content Validity 
As noted in the preceding chapter, data obtained in the pilot 
study had been used to revise the questionnaire for use in this inves- 
tigation. An interpretation of the factor analytic solution done on 
the pilot study data suggested that four satisfaction dimensions did 
not exist, but rather that the items appeared to relate to two 


dimensions identified as intrinsic sources and extrinsic sources of 
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CHARACTERISTIC 


AGE 


EDUCAT I ON 


EMPLOYMENT 
STATUS 


JOB 
SETT ING 


DURATION OF 
CURRENT 
EMPLOYMENT 


YEARS 
NURSING 
EXPERIENCE 


INTENT TO 
REMAIN 


TABLE | 
CHARACTER IST ICSSOF SUBJECTS 


ABSOLUTE 
FREQUENCY 


20-29 years 
30-39 years 
4O-49 years 
50 years and over 


RN 


Full Time 
Part Time 


In-Patient 
Administration 
Other 


0-2 years 35 
3-5 years lIF/ 
6-14 years 10 
0-4 years 24 
5-10 years 26 
11-26 years 12 
Certainly 10 
Probably 25 
Not Sure 14 
Probably Not 12 


Certainly Not l 


RELATIVE 
FREQUENCY 
PERCENT 
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job satisfaction. The questionnaire had been reconstructed therefore 
and items with factor loadings less than 0.4, dropped and replaced. 
Newly developed items (numbers 3, 5, 6, 7, 15, 16) were believed to 
be consistent with the two hypothesized dimensions and equalized the 
number of items ascribed to each factor of intrinsic and extrinsic 
satisfaction. Thus the revised instrument was comprised of 16 items 
which were categorized as follows: 

Items reflecting intrinsic job satisfaction: 

ere Eee tel eoll Shy aan aes 
Items reflecting extrinsic job satisfaction: 
Be GO oie ee On elu al 2ommer Lis 

This revised instrument was submitted to a.panel of three 
judges for evaluation concerning clarity, redundancy, and relevance. 
There was complete agreement among the panel concerning the relevance 
of each item. All 16 items were regarded as focussing in on critical 
determinants of job satisfaction and/or dissatisfaction. The panel was 
also in complete agreement concerning the allocation of items to the 
intrinsic and extrinsic categories defined by the investigator. 

The judges also agreed that the content of the items were 
representative of the universe of job satisfaction for nurses. One 
judge suggested an additional item for consideration but recognized 
that it might be Specific to the study setting, of this=study. For this 
reason the item was rejected by the investigator. 

Thus comments obtained from the three content experts who 
evaluated the pilot study instrument as well as the actual question- 
naire utilized in this study suggested a reasonable degree of content 


validity was achieved. 
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Establishment of Reliability 
The reliability coefficients for the job satisfaction in- 
Strument were estimated using Cronbach's alpha. For each of the 
scoring techniques employed, the following results were obtained: 
A Scores (the sum of responses to the category of questions 
labelled (a) ''how much of the characteristic is 
there now connected with your job?'': 0.83191; 

Weighted A Scores (the sum of the A scores after each was 
weighted by the response to question (c) ''how 
important is this characteristic to you?"': 0.82862; 

A Residual Scores (that part of the question (a) response 
which could not be predicted using the response to 
question (c)): 0.82735; 

B Residual Scores (that part of the question (b) response 
"how much of the characteristic should be connected 
with your job?'' which could not be predicted using 
the response to question (a)): 0.78516. 

Cronbach's alpha is a measure of unifactoredness or internal 
consistency, and the high coefficients obtained were suggestive that 
the satisfaction instrument was greatly influenced by a measure of one 
factor. Despite this however, the presence of weaker factors, and 
additional factors in the satisfaction scale, could not be rejected 
at this stage of analysis. 

Given the a priori postulate that the questionnaire measured 
an intrinsic and extrinsic dimension of job satisfaction, the reli- 
ability of each set of these items was also calculated. The alpha co- 


efficients of the assumed intrinsic and extrinsic items were obtained 
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for each of the four scoring techniques. Since reliability is a 
function of length, the Spearman-Brown Prophecy Formula was employed to 
adjust the calculated alpha coefficients to the total scale length 
(i.e., number of items was eight for each subscore but the adjustment 


assumed 16 items). 


Intrinsic A Scores: 8721592 
Extrinsic A Scores: 8023815 
Intrinsic Weighted A Scores: . 8684902 
Extrinsic Weighted A Scores: RO2 17907 
Intrinsic A Residual Scores: . 8379929 
Extrinsie A Residual’ Scores: .7523004 
Intrinsic B Residual Scores: . 8719302 
Extrinsic B Residual Scores: .8192718 
As described in Chapter II! the questionnaire also contained 


a scale to measure the criterion variable, role ambiguity (See Appendix 
|, p. 145, section 2). Using Cronbach's alpha the reliability of 
the role ambiguity scale was estimated at 0.80459 which suggested a 


reasonably high degree of internal consistency. 


Establishment of Construct Validity: Factor Analysis 

To help estimate the construct validity of the questionnaire 
factor analysis was undertaken. This technique was employed to deter- 
mine which, if any, of the four total scores could be considered a 
potentially valid measure of the satisfaction construct, first by 
determining if the derived factor solutions were interpretable, (were 


consistent with theory and other research) and second, by determining 
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if the strength of the derived factor(s) accounted for a reasonable 
proportion of variance. 

The four total satisfaction scores (A, Weighted A, A Residual, 
and B Residual) were analyzed using orthogonal and oblique principal 
axis factor solutions. Initial analysis of the A and Weighted A scores 
produced five factors with eigenvalues (y's) greater than one and which 
accounted for 65.3 and 63.7 percent of the variance respectively. 
However, in both cases only one factor had an eigenvalue greater than 
two indicating that possibly only one factor was really strongly present. 
On initial analysis of the A Residual and B Residual scores three factors 
with eigenvalues greater than one (accounting for 90.6 and 81 percent 
of the variance respectively) were produced but the size of the eigen- 
values indicated that probably fewer factors were present. Thus for 
all these solutions factor analysis was repeated and solutions sought 
in which the number of factors were less. 

The most interpretable solution for the A scores, Weighted A 
scores, and A Residual scores was found with a one factor solution. 

For the B Residual scores the most interpretable solution was a two 
factor orthogonal varimax rotation. Tables 2, 3, 4, and 5 contain 
these factor solutions for the A, Weighted A, A Residual, and B 
Residual scores respectively. Each factor solution for each of these 


scores is discussed separately. 


A Scores 
The one factor solution had an eigenvalue of 4.7280 and 
accounted for 29.6 percent of the variance in question (a) responses 


(see Table 2). Twelve of the 16 items had loadings greater than 0.4 
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TABLE 2 


ORTHOGONAL ROTATED FACTOR MATRIX 
A SCORES 


NUMBER DESCRIPTION | COMMUNALITIES 
5 
: 


CaS 05261 


| Ww 


Ov 


Educational Programs 


2c Se a ee see a eee 


03520 0.270 


0.474 


10. Physician-Nurse Relationship 


Dilys Nurse-Patient Ratio 


0.224 


2a Recognition From Supervisor 0.500 C2250 
0.485 


0557 O30 
0.646 


05235 


late Determination of Procedures 


14. Accountability 


Advancement Opportunity 0.418 


16. Independent Judgement 0.639 0.408 


Eigenvalue (A ) 4.7280 


wm 


Per Cent of Total Variance 29.6 
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TABLE 3 


ORTHOGONAL ROTATED FACTOR MATRIX 
WEIGHTED A SCORES 


NUMBER DESCRIPTION | COMMUNALITIES 
Tags Share in Goal Setting 


6. Co-operation of Co-Workers 0.236 0.056 


UW 


8. Personal Accomplishment 0.499 0.249 


a 


Se Advancement Opportunity 02550 0.302 
iG Independent Judgement 0.605 0.367 
ERS ae ams 


Per Cent of Total Variance 29.0 
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TABLE 4 


ORTHOGONAL ROTATED FACTOR MATRIX 
A RESIDUAL SCORES 


VARIABLE 
DESCRIPTION 


ITEM 
NUMBER 


FACTOR 
COMMUNAL IT IES 


Professional Growth 0.606 


0.367 


Share in Goal Setting 0.459 O82 110 


0.303 


Working Hours 


02092 


Ueilrze Skits tandeAbti ities 


|e 


0.581 


0.361 


Supervision 


Oalis0 


WI 


On 


Co-operation of Co-Workers 0.247 


Authority 0.426 


Nurse-Patient Ratio 0.152 
Eigenvalue (A ) 


Per Cent of Total Variance 28.9 
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Physician-Nurse Relationship 
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TABLE 5 


ORTHOGONAL ROTATED FACTOR MATRIX 
B RESIDUAL SCORES 


PEM FACTORS 


NUMBER COMMUNALITIES 


Ile Professional Growth 


0.409 


2. Share in el Setting Blo SEs. 
an Working Hours 0.149 
4. Utilize Skills and Abilities 0.805 
A Supervision 0.051 
6. Co-operation of Co-Workers 0.143 
FAs Authority 0.342 
8. Personal Accomplishment 0.380 
: Educational Programs Q.221 
TO: Physician-Nurse Relationship 02305 
[es Nurse-Patient Ratio 0.247 


\We) 


ae Recognition From Supervisor 0.546 0.084 0.305 
; Determination of Procedures ORS 77, 0.253 0.331 
14. Accountability 0.291 0.056 0.088 


Advancement Opportunity 0.158 05357 ORS2 


Ww w 


Noe Independent Judgement 0.397 
Eigenvalue ( A ) 3.96514 | 1.85353 


Per Cent of Total Variance 26 lize 
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and the grouping of these loadings was suggestive of a general factor 
which was defined as satisfaction with work. [tems with loadings less 
than 0.4 (items 3, 5, 6, & 7) all pertained to extrinsic characteris-— 
tics of the job or those components related to the work environment, 
as opposed to those aspects which define the general nature of a job. 
Although these items contributed less to the nature of Factor | than 
items with higher loadings, all 16 items did correlate positively. It 
was concluded that this one factor solution was the most readily inter- 
pretable and meaningful since multiple factor solutions were not inter- 
pretable beyond the first factor. 

Weighted A Scores 

Not unlike the factor solution for the unweighted A scores 
the most interpretable solution for the Weighted A scores was obtained 
from a one factor solution. The one factor solution had an eigenvalue 
of 4.63757 and accounted for 29 percent of the variance. Fourteen of 
the 16 items had loadings greater than 0.4. The pattern of loadings 
was comparable to the one factor solution obtained on analysis of the 
A scores and this factor also appeared to relate to a general factor 
which was termed satisfaction with work. 

It was again noted that items with loadings less than 0.4 
(item 5 - supervision, item 6 - co-operation of co-workers) pertained 
to the job context or work environment. It appears that contextual 
features of a job or those peripheral to the actual content of the job 
are perhaps less central to the determination of satisfaction with work 
than the job content. However, it must be noted that while the grouping 
of item loadings may suggest topical areas within the general factor, 


there is an internal consistency among most items. 
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A Residual Scores 

Again the most interpretable factor solution for the A 
Residual scores was one factor. The factor had an eigenvalue of 
4.61839 and accounted for 29.8 percent of the variance. Twelve of the 
16 items had loadings greater than 0.4 and the pattern of loadings was 
again comparable to the one factor solution obtained in the A and 
Weighted A score analyses. Similar to the grouping of item loadings 
in the A and Weighted A analyses it was noted that items with loadings 
less than 0.4 (item 3 - working hours, item 5 - supervision, item 6 - 
co-operation of co-workers, item 1] - nurse-patient ratio) pertained 
to extrinsic features of the job. 

The grouping of items in the A, Weighted A, and A Residual 
analyses were suggestive that distinct facets or contributors to the 
nonoperationalized construct of job satisfaction exist and vary in 
their centrality and influence on the dimension. However, given these 
above solutions, the existence of multiple facets or contributors to 
the construct did not indicate that job satisfaction had multiple 
dimensions. Rather these analyses supported a unidimensional concep- 


tion of work satisfaction. 


B Residual Score 

Uniquely, a two factor orthogonal rotation was found to be 
the most interpretable solution for the B Residual scores. It must be 
remembered however, that these scores, unlike the A, Weighted A, 
and A Residual scores, were believed to be a measure of unmet needs or 
job dissatisfaction. The conceptual difference might explain in part 
this variation in the factor analysis results. 


Factor | had an eigenvalue of 3.96514 and accounted for 24.8 
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percent of the variance. The pattern of item loadings, as in the pre- 
vious factor analysis, again revealed a general factor which in this 
case was defined as job dissatisfaction. Factor || had an eigenvalue 
of 1.85353 and accounted for 11.6 percent of the variance. Items with 
the highest loadings on this factor (item 1 - professional growth, 
item 4 - utilize skills and abilities, item 9 - educational program) 
related to nurses' professional growth, and the factor was therefore 
defined as professional growth and development. It was noted that 
these items had frequently been reported in the literature as being of 
particular importance in the determination of nurses' job satisfaction/ 
dissatisfaction. It was also noted in the literature that nurses' 
expectations concerning their jobs have changed significantly over the 
past decade and they now view these components as essential to their 
role as professionals. 

In summary, three of four of the factor solutions were 
best approximated by a unidimensional factor solution. This result 
was not obtained in the analysis of the B Residual scores. For these 
latter scores, the first factor paralleled that of the single factor 
solutions in the A, Weighted A, and A Residual scores: the nature of 
Factor I! was not consistent with the a priori postulate of intrinsic/ 
extrinsic dimensions, nor with any of the four dimensions postulated 
by Munson and Heda (1974) who adapted the scale for the nursing popu- 
lation. Accordingly, this author has concluded that) separate extrinsic 
and intrinsic dimensions are not measured by this present instrument, 
if in fact they exist at all as the two dimensional space called job 
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solutions for the A, Weighted A, and A Residual scores were consistent 
with the corresponding calculated alpha coefficients, the inter- 


pretation of which suggested the scores were unidimensional. 


Establishment of Construct Validity: Analysis of Variance 

The apparent unidimensional nature of the construct measured 
by three of the four Bend techniques did not support the a priori 
postulate that the questionnaire measured a two dimensional satisfac- 
tion construct; but some evidence did exist that a strong general 
factor, thought to be satisfaction with work was present. As indicated 
by Cronbach and Meehl (1954), however, factor solutions are only 
partial evidence (necessary but not sufficient) of construct validity. 
In that this study did not utilize the sufficient methodology of 
Campbell and Fiske (1959) to establish construct validity, some 
additional evidence was sought. To do this a one-way analysis of 
variance model was employed to investigate the presence of hypothesized 
differences given the assumption that the questionnaire was valid. 
Specifically these analyses were conducted to determine if mean 
differences in job satisfaction existed between nurses employed in a 
supervisory capacity and staff level nurses employed on in-patient units. 
The analysis of variance model was selected due to the dichotomous 
versus continuous nature of the variable (supervisor-staff) examined. 

lf the preceding solution and interpretation of the factor 
analysis solutions were correct (i.e., the satisfaction construct had 
been measured and was unidimensional) it had been hypothesized that 
supervisory nurses would have significantly greater satisfaction than 
nonsupervisory nurses on the total A, Weighted A, and A Residual scores. 


This difference is purported in literature and by theory (Porter & 
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Lawler, 1968; Stember et al., 1978). Since both assumed intrinsic 

and extrinsic items had converged on one factor, it would also be 
expected that mean differences on the intrinsic and extrinsic subscores 
would maintain the same directional differences between the supervisory 
and nonsupervisory groups. Therefore, to confirm the factor analysis 
results a one-way analysis of variance was performed on intrinsic and 
extrinsic subscores as wel] as total scores. The results of these 
analyses are outlined in Tables 6 and 7. 

Statistically significant differences in the predicted 
direction were found between the two groups (supervisory and nonsuper- 
visory - in-patient) for the total A scores and total Weighted A scores 
(Table 6). These findings suggest additional evidence that the factor 
analytic solution for total A and Weighted A scoring techniques was 
indeed a unidimensional construct of job satisfaction. That is, the 
finding that the supervisory nurses exhibited more satisfaction with 
their jobs than did nurses employed in nonsupervisory (in-patient) 
positions is consistent with the studies reported in the nursing 
literature. Moreover, comparable studies of the general work popu- 
lation have also shown that managerial-level staff express more favour— 
able work attitudes than those at lower jevels. As such, therefore, 
this study had some necessary evidence that the A stores and Weighted & 
scores might well have been measures of job satisfaction. 

Importantly, directional differences were still found between 
groups for the Intrinsic and Extrinsic A subscores (unweighted and 
weighted). As discussed before, this same directional difference should 
have been present in the intrinsic and extrinsic items since both groups 


of items converged on the one factor (interpreted to be job satis-— 
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faction), and because the total scores of A or Weighted A were found 


to have the directional differences hypothesized from theory and 
previous research. I[t therefore may be postulated that the intrinsic 
and extrinsic subscores are not measures of separate satisfaction 
dimensions but rather reflect different contributors or primary 
determinants of the unidimensional job satisfaction construct. It is 
important to note, however, that this additional supporting evidence 
via the analysis of variance models only holds true for Total A scores 
(weighted and unweighted) and the Extrinsic and Intrinsic (weighted or 
unweighted) A scores. In no instance did the A or B Residual scores 
(or any variation of these A or B Residual scores) provide predicted 
directional differences. 

It is important to note that the hypothesized directional 
differences involving A scores were found, despite the statistical 
power of the study being highly limited (due to the small sample 
size utilized). Further confirmation is provided therefore that the 
instrument, in terms of total A scores or total Weighted A scores, seems 
to have had some construct validity for the measurement of job satis- 
faction in the nursing work place. Again, however, the reader is 
reminded that without a sufficient methodology (i.e., the employment 
of the Campbell and Fiske (1959) model), this is only necessary evidence. 
Given this limitation, further investigations were pursued to build 
upon a developing picture that the instrument might have some validity. 
Drawing from theory, it was hypothesized that if job satisfaction had 
been measured, then such a measure would predict various criteria that 
theory indicated were a function of, or influenced by, job satisfaction. 


This extension will now be discussed under the heading of criterion- 
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related validity. 


Establishment of Criterion-Related Validity 

To examine the criterion-related validity of the instrument, 
correlation coefficients were calculated between the various measures 
of job satisfaction (total scores as well as subscores) and various 
criterion variables. The correlational model rather than the analysis 
of variance model was employed due to the continuous nature of the 
variables examined. 

From theory (cf. Chapter I!, pp. 31-41) it was postulated 
a priori that high job satisfaction scores (A, Weighted A, and A 
Residual), would be positively correlated with tenure at the institute 
and negatively correlated with high levels of role ambiguity, intent to 
leave, and absenteeism. In light of the derivation of the B Residual 
scores, and the assumption these measures were indicators of dissatis- 
faction, the direction of these correlations would be reversed. The 
maintenance of these correlational patterns as well as the strength of 
each relationship were used as further evidence for estimating which of 
the total scores or subscores were probably valid. Tables 8 and 9 con- 
tain the correlations of the criterion measures with the total scores 
and subscores respectively. 

An examination of the correlations obtained between the total 
scores and criterion measures indicated that the highest correlations 
for the A and Weighted A scores were obtained with the dependent vari- 
able of role ambiguity. For the Total B Residual and Total A Residual 
scores the highest correlations were obtained with the variable of 


casual absence. However, in the latter case the directional correlation 
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was not as predicted: the relationship between casual absence and 

Total A Residual scores was not meaningful. Furthermore the directional 
correlations for all of the criterion measures (except general 

absence) with the Total A Residual scores were not as predicted and 
therefore not meaningful. 

Of all the correlations obtained between total scores and 
criterion variables only the correlations of the Total A scores and 
Total Weighted A scores, with role ambiguity and intent to leave were 
found to be statistically significant at alpha = 0.05 (one-tailed). 
Given that the small sample size limited the power of this study, the 
size of these correlations was also examined descriptively. It was 
evident that the magnitude as well as the direction of the correlations 
supported the previous findings that the A and Weighted A scores were 
probably the most valid measures. 

The correlations obtained between the various subscores and 
the criterion variables were also examined to determine if the extrinsic 
and intrinsic subscores maintained this conclusion. The reader wil] 
recall that if extrinsic and intrinsic sources of job satisfaction 
actually have one commonality of job satisfaction, then both subscores 
should yield results similar to those found for the total scores. 

On examination of Table 9 one will see that for the subscores 
of A and Weighted A the pattern holds when the criterion of role 
ambiguity is used. In two of four cases it holds true also for the 
criterion variable of intent to leave, and while Intrinsic A and 
Extrinsic Weighted A are not statistically significantly correlated 
with intent to leave, the probabilities of the correlations are close to 


the significance level of 0.05 (0.06 and 0.07 respectively). Once 
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again there appears to be supporting evidence that the intrinsic and 
extrinsic scores are only contributors to the general one dimensional 
construct of job satisfaction. 

To this point all analyses have been restricted - bivariate. 
One might hypothesize that any of the criteria might be more related 
to a linear combination of the various total and/or subscores. To 
check this hypothesis the regression model was employed to examine 
the multiple correlations of various total scores and subscores of 
job satisfaction with each criterion measure. The Extrinsic A Residual 
and Total A Residual scores were not included in the analyses since the 
signs of the simple correlations of these scores with the criterion 
variables were meaningless. 

Inspection of the stepwise multiple regression analysis (see 
Tables 10 to 15) of the criterion measures with the total scores and 
subscores revealed the following results. For all three measures of 
absenteeism - absence frequency, casual absence, general absence - not 
one of the various job satisfaction scores emerged as a significant 
predictor (cf. Tables 13 to 15). For the criterion variable - role 
ambiguity - the Total A scores, Intrinsic Weighted A scores, Intrinsic 
A scores, and Intrinsic A Residual scores emerged as significant at 
0.05 level of significance and together accounted for 26.2 percent of 
the variance in the measure of role ambiguity (cf. Table 10). 

For the dependent variable of intent to leave (cf. Table 11) 
the Extrinsic A scores as well as the Extrinsic B Residual scores 
emerged as significant predictors. The inclusion of these two variables 
in the regression equation accounted for 13.72 percent of the variance 


in the measure of intent to leave. 
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TABLE 10 


STEPWLSE MULTIPLE REGRESSLON RESULTS 
DEPENDENT VARLABLE — ROLE AMBIGUITY 


STATISTICALLY 
VARIABLE R SQUARE SIGNIFICANT 
ENTERED eee CHANGE AT © =_0,05 
TOTAL A 
SCORES 104505 O33 OF 133 760) e197 Mes 


INTRINSIC 
WEIGHTED A/- 0.379 0.143 2,59 
SCORES 

INTRINSIC ; 

A SCORES | 0.397 | 0.157] 0.014 | 3,58/0.975 


INTRINSIC 

A RESIDUAL| 0.517 0.262 0.104 | 4,57] 8.045 

SCORES 

TOTAL 

WEIGHTED A] 0.553 0.306 0.044 | 5,5613,591 

SCORES 

EXTRINSIC 

B RESIDUAL]- 0.582 Oness 0.032 | 6,55|2.668 
SCORES 

INTRINSIC 

B RESIDUAL] 0.583 0.339 7,54| 0.075 
SCORES 


Yes 


TOTAL 
B RESIDUAL 
SCORES 


SCORES HE Fee 


* These variables not entered into regression equation as 
no additional variance of the criterion is accounted 


for by these predictors 
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TABLE 11 
STEPWISE MULTIPLE REGRESSION RESULTS 
DEPENDENT VARIABLE - INTENT TO LEAVE 


STATISTICALLY 
VARIABLE R R SQUARE SIGNIFICANT 
ENTERED R SQUARE CHANGE AT a = 0.05 


EXTRINSIC 

A SCORES S0e270n) cOe 076 0.076 4.947 

EXTRINSIC 

BaRESIOUAL) @Os371 1 20.137 2,591 4.1130 

SCORES 

EXTRINSIC 

WETGHTEDDOAT © O230C°) 10.150 OF 0139135564) 07054 

SCORES 

TOTAL 

WEIGHTED A] -0.398 | 0.158 0.008 |4,57 | 0.542 

SCORES 

TOTAL A 

INTRINSIC 

B RESIDUAL! 0.449] 0.201 Ors 1) Ge ool 160 

SCORES | | 
INTRINSIC 

Ae RESIDUAL! “0.461 >) 05213 OFOrI™ p72 S4"1707761 
SCORES 


INTRINSIC E 
A SCORES 

INTRINSIC ‘ 
WEIGHTED A 
SCORES 


TOTAL 
B RESIDUAL 
SCORES 


* These variables not entered into regression equation as 
no additional variance of the criterion is accounted 
for by these predictors 
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TABLE 12 


STEPWISE MUETIPBE* REGRESS |ON RESULTS 
DEPENDENT VARIABLE - TENURE 


STATISTICALLY 
R R SQUARE SIGNIFICANT 
SQUARE | CHANGE DF F AT & = 0.05 
B RESIDUAL |- 0. 322 0.103 On103 6.925 Yes 
SCORES 


TOTAL 

B RESIDUAL| 0.437 0.087 |2,59/6.353 Yes 
SCORES | 

INTRINSIC | 

WEIGHTED A[- 0.454 0.206 O7007-9 455705476 

SCORES 

EXTRINSIC 
WEIGHTED A|-0.456 0.208 0.002 |5,56/0.131 No 
SCORES | | 
Om Ales 

SCORES 0.479 0.229 02022. 65551116538 

INTRINSIC 

A RESIDUAL | 0.479 0.230 O07 0000%)| 7754102012 No 
SCORES | § : | 


VARIABLE 
ENTERED 


EXTRINSIC 


INTRINSIC 
B RESIDUAL 


SCORES 


* These variables not entered into regression equation as 
no additional variance of the criterion is accounted 
for by these predictors 


EXTRINSIC . 
A SCORES 

TOTAL | 
WEIGHTED A ‘ 
SCORES | | 
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TAREE N15 


STEPWISE MULTIPLE REGRESSION RESULTS 
DEPENDENT VARIABLE - ABSENCE-FREQUENCY 


st 


STAT Sout CAIELY: 
VARIABLE R R SQUARE SIGNIFICANT 
ENTERED SQUARE CHANGE Aid = 0205 


EXTRINSIC 

B RESIDUAL 0.028 0.028 1.704 
SCORES 

INTRINSIC 

A SCORES =Or2 22 0.049 0. 022 {2,59 | 1.349 


EXTRINSIC 

WEIGHTED A} 0.345 ONOV7O N32 501| e562 
SCORES 

EXTRINSIC 

A SCORES Og 46a On 20 457 | 0. 039 


TOTAL 

BeRESIDUAL | 0-346 1" 02121 0.000 |5,56 

SCORES 

INTRINSIC 

A RESIDUAL | 0.349 Ome? 0.002 16.55 No 
SCORES 


TOTAL 
WEIGHTED A}—0.350 | 0.123 7,54 | 0.060 
SCORES 


INTRINSIC 
B RESIDUAL 
SCORES 


* These variables not entered into regression equation as 
no additional variance of the criterion is accounted 
for by these predictors 
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SCORES 
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TABLE 14 


STEPWISE MULTIPLE REGRESSION RESULTS 
DEPENDENT VARIABLE - ABSENCE-CASUAL 


STATISTICALLY 
VARIABLE R R SQUARE SIGNIFICANT 
SER ENTERED SQUARE CHANGE DF AT a = 0.05 


| EXTRINSIC 
B RESIDUAL] 0.229! 0.052 O2052 11260)|83232) 
SCORES 
2 INTRINSIC 
Ae SEORES bas 002632 00,065 G Ole ie Soin 067 
3 TOTAL 
WEIGHTED Al 0.318 Ge 0s2) (358) k2-062 
SCORES 
k INTRINSIC 
B RESIDUAL] - 0.325 0.004 |4,57] 0.283 
SCORES 
5 EXTRINSIC 
AMSCORES tn 0-020 5, aD 0. 039 
6 INTRINSIC 
A RESIDUAL : 0.107 @7 000) 16555 1102017 
SCORES 
y] EXTRINSIC 
WENGHTED UA TiaOss27 10 60s 107 0.000 17,554 70.014 
SCORES 
INTRINSIC 


WEIGHTED A 
SCORES 


B RESIDUAL 
SCORES 


* These variables not entered into regression equation as 
no additional variance of the criterion is accounted 
for by these predictors. 
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TABLE 15 


SPeEPWISE MULT UPLESREGRESS JON RESULTS 
DEPENDENT VARIABLE - ABSENCE-GENERAL 


STATISTICALLY 
VARIABLE R R SQUARE SIGNIFICANT 
ENTERED SQUARE CHANGE DF AT a = 0.05 


iS 
INTRINSIC 

BURESIDUAL =02163 "02027 07027 1.645 No 
SCORES 

INTRINSIC 

APRESTDUAL lee 0.,195i5> 0-038 2,.59)-1105.696 

SCORES 

EXTRINSIC 

WEIGHTED Al LOe2 lo 0.047 070065) 35.50:|.0.514 

SCORES 

TOTAL 

WE VGHTED VAG =05275) 6002077 ee On029 025 7m 807 No 
SCORES 


5 INTRINSIC 
A SCORES 0.292] 0.086 bRoo 


TOTAL 
A RES LDUAL [c'0.302 OQ. 0065) 6755:100. 338 
SCORES 


TOTAL 
A SCORES =O). 307 0.094 02003 1/554 1/0263 


TOTAL 

EXTRINSIC B ~0.308] 0.095 8,53 | 0.043 
RESIDUAL 

SCORES 


EXTRINSIC r 
A SCORES 

INTRINSIC 
WEIGHTED A 

SCORES 


B RESIDUAL 
SCORES 


* These variables not entered into regression equation as 
no additional variance of the criterion is accounted 
for by these predictors 
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In similar fashion, two significant predictors were found for 
the criterion variable of tenure. These were the Extrinsic B Residual 
scores and the Total B Residual scores (cf. Table 12). Together these 
independent variables accounted for 19.06 percent of the variance. 

Before the multiple regression model was employed it 
appeared that the most consistent support had been obtained for the 
Total A and Total Weighted A scores as the best measures of job satis- 
faction. However, examination of the multiple correlation results 
suggested that a combination of scores explained the greatest amount of 
variance in the criterion variables of role ambiguity, intent to leave, 
and tenure. Furthermore, the analyses revealed that the Total Weighted 
A scores were not a significant predictor of any of the criterion 
variables. In contrast, the Total A scores were the first variable 
to enter the regression equation predicting role ambiguity. It was 
therefore believed that the Total A scores were superior to the Total 
Weighted A scores and warranted further examination. 

In view of the multiple correlation results of Tables 11 
and 12 which indicated that Extrinsic A, Extrinsic B Residual, and 
Total B Residual scores (but not Total A scores) were significant 
predictors of two of the criterion variables (intent to leave and 
tenure) further analysis was undertaken. 

Multiple regression analysis of the subscores and total 
scores with the criterion variables was repeated, but in this case the 
Total A scores were forced to enter the regression equation first 
(see Tables 16 and 17). For the criterion variable of intent to leave 
four scores emerged as significant predictors namely Total A, Extrinsic 


B Residual, Intrinsic A, and Intrinsic Weighted A. Together, these 
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TABLE 16 


HIERARCHICAL STEPWISE MULTIPLE REGRESSION RESULTS 
DEPENDENT VARIABLE - INTENT TO LEAVE 


STAT USTPICAIEL Y, 
SIGN IF ICANT 
AT a = 0.05 


TOTAL ANP) 1) Onsen 0.075 4. 842 
A SCORES 
2 EXTRINSIC 
B RESIDUAL| 0.330] 0.109 0.034 | 2,59] 2.576 
SCORES 
3 INTRINSIC 
A SCORES GrshSile onion 0.012 | 3,58 | 0.814 


VARIABLE R R SQUARE 
SEP ENTERED R SQUARE CHANGE 


4 INTRINSIC 

WEIGHTED A|-0.370| 0.137 457 | 1.087 

SCORES 
5 INTRINSIC 

A RESIDUAL 0.044 | 5,56 | 3.072 

SCORES 
6 

Be 

yf 


INTRINSIC 

B RESIDUAL] 0.475 0.226 0.026 
SCORES 

EXTRINSIC 

A SCORES 


EXTRINSIC 
WEIGHTED A 


B RESIDUAL 
SCORES 


* These variables not entered into regression equation as 
no additional variance of the criterion is accounted 


for by these predictors 
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TABLE Sa 17 


HIERARCHICAL STEPWISE MULTIPLE REGRESSION RESULTS 
DEPENDENT VARIABLE - TENURE 


STATISTICALLY 
VARIABLE R R SQUARE SIGNIFICANT 
ShEP ENTERED R SQUARE CHANGE AT a = 0.05 


1 TOTAL 
A SCORES 0.014 0.014 0.862 
2 EXTRINSIC 
B RESIDUAL! -0.312 | 0.097 OROGH 27598) 05.550 
SCORES 
3 TOTAL 
B RESIDUAL] 0.414 | 0.176 QO. 07 95113, 50 105-030 
SCORES 
4 EXTRINSIC 
WEIGHTED Aj -0.430 | 0.184 0.009 {4,57 | 0.623 
SCORES 
5 EXTRINSIC 
A SCORES 0.442 Slo ny) 
6 OAL 
WEIGHTED A| -0.449 | 0.202 0.006 |6,551 0.404 
SCORES 
7 EXTRINSIC 
A RESIDUAL} 0.449 | 0.202 0-000" 17554 1-0.015 
SCORES 
INTRINSIC 
A SCORES 
INTRINSIC 
WEIGHTED A 
INTRINSIC 
B RESIDUAL 
SCORES 


These variables not entered into regression equation as 
no additional variance of the criterion is accounted 


for by these predictors 
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scores accounted for 13.7 percent of the variance which was identical 
to the variance accounted for by the two significant predictors in the 
stepwise multiple regression and therefore confirmed the findings of 
that analysis which indicated that a combination of scores provided the 
best prediction of the variable intent to leave. 

For the criterion variable of tenure, when the Total A 
scores were forced to enter the regression equation first, they were 
not found to be a significant predictor. Thus it was again confirmed 
that the linear combination of Extrinsic B Residual and Total B 
Residual scores provided the best prediction of tenure. 

The results of the multiple regression analyses indicated 
that a combination of scores was superior to the Total A scores 
alone in the prediction of various criterion variables. Therefore to 
obtain a comprehensive measure of job satisfaction these analyses in- 
dicate that a combination of scores should be employed. However, if a 
less complex measure is desired, the results of this study suggest 
there is some support for the validity of Total A scores as a reasonably 
simple assessment technique. 

While most of the analyses repeatedly lent support to the 
validity of the Total A scores, the analyses were based on a research 
model that provided only necessary not sufficient information for the 
determination of construct validity. As previously described (cf. 
Chapter 11) the sufficient condition for the establishment of the con- 
struct validity of a scale is the presence of convergence and discrim- 
ination. 

Accordingly, a tentative but inadequate attempt to evaluate 


the degree of discrimination was undertaken for the A scores. To do 
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this the A scores along with those various demographic variables 
believed to be not related with each criterion were entered into a 
multiple regression solution. It was hypothesized that if indeed the 
Total A scores were a valid measure of job satisfaction then they as a 
predictor should (1) predict each criterion better than any selected 
demographic variable, and (2) should correlate with each criterion 
more strongly than with other selected demographic predictors. From 
the multiple regression analyses so undertaken (see Tables 18 to 23) 
the Total A scores did show this evidence of discrimination for the 
dependent variable of role ambiguity in that they accounted for a statis- 
tically significant amount of variance whereas the other independent 
variables (education, full-time experience, part-time experience) did 
not. Further, the relationships between Total A scores and these demo- 
graphic variables remained smaller than did the A scores with the 
Criterion (see Table 24). For the criterion variable of intent to 
leave the Total A scores were also found to be a significant predictor 
and to predict the criterion better than any of the selected demo- 
graphic variables of age, education, employment status, full-time and 
part-time experience (see Table 24). Again, the relationships between 
the Total A scores and the demographic variables remained smaller than 
did the Total A scores with the criterion. 

For the criterion measures of absenteeism and tenure the 
Total A scores were not found to be significant predictors. 

Before a final conclusion and recommendation can be made in 
the use of the A scores as a probable useful measure of job satisfaction 
for nurses, one major hypothesis remains unanswered. To this point no 


evidence existed to use the raw scores of A as opposed to the factor 


i) | 
6 avait ben | 
ait? Saoebeit! >, Stake) cho 1 
© aa) Veil AaRy rel cant 2 : 736 pi venem, | 


Aa*satae VAR. and aera m8, salbona oan ; 

att ym dom Aden Saialleima ely. 8) tone oi detie a ar 

init «eye theta sidneyonade Prijs’ s4 14h)D Mile neds liccindl 

(Py cr@l ealeat' ene) aaa t que ob servi nol ganrgey.afais 

she o=? optpel inl saete. Vy eneiitn aids wide bib axtonaeA ie a. 
jivere & 103 se inucpSeyote ee Nolo) ees ¥ior Wo stds! vey in raged 

~Abrsnabol sear dtl sepsarte oe ln ¢eeeme frani Vingte yliesia 7 

vik (ape! tn gifur ties ~aaelraeko geety ei lat ~nolseoube) eeldabiay | 

“hath gore? Gem eweuse 2. iofe™ psevsad ptimkenadien 243. we 


ary (i\e groper & vee ¥/b eer? 76? babe benletms exidaliev sliggig . 


i 
af 
4 vega “to ofele! (ew dvbeeaies Bey wad CAR oleae) ope) nolaenlt> 


onve(heto fea! luele & 84 gules ial oefecesbw estooe A tntoT abs event 
b=» be males a6! Tu vee nert® «etted neives lee a2 roltveng os bag” 
iit aeit Lie). geutade rhantelilemn natsdsidie (308 10 wmidalouy sidaere 
t@aejec ahi Map pip ay gvigge (45 eideT fee) som ragxe ant tos 16q) 
e@it mliagne baoleue celdpivav cidqeteoie® edz tan scioos & Inset ez : 
irons aga dele ervaae A 1a30T, of bib 
O48) ateon? 616 G@lamTANem®. lo e0%OmReD natapes 13 meiy. = ade 


ewes panty ien' 5 ad ae aa ton enon eon ms 


100 


S10}D1peid asay} Aq 40} pajuNodd.e S$! UO!4az!I419D BY JO BIOUeIIEA 


[euo!z!ppe ou se uol}enbs uolssesba4s OU} patazUa JOU sa|gelsierA asay] 
pasajuqj epqeisepn aud 4104 


| | EREMRELLe 
G0°0< 640°0 LS‘h O6l°0 1) 9e7 0 | WI L-Luvd H 


AINSI YAdX4 
AWI1-11N4 


G0 °0< 780 °Z gc‘€ 620° 681 °0 S40 
G0°0< of6"l 65‘Z Lae oso 004°0- 
+ALIT18va0ud 4 dad JONVHI IUWNOS u dau3LN3 
AUWNOS Y u A1aVvIYVA 


ALINDIGWY J1ON - JIGVIYVA LNAGN3d]3d 
SLINSIY NOISSSYDIY AIdILIAW ASIMddLS 


Bl alavl 


- > 


‘gto aftet red ety 40h # 
taaa3 ites re ce cnlising asiedeine: crn) Serer wee belteive esat> 
étoiciinis seat: 2 Sct Germans +! wi -etine oO ape hey 


10] 


posaquq ayqeisen oy} 404 x 


SNLYWLS 
GO0°0< Z£Z°0 GS‘9 €00°0 9/1°0 INIWAO1dWI 
G0"0< ZEE “O 99°S G00°0 (Ae Ae Gl °O J9V ues. 
| JINIIYAdXS 
GO’0< ECC0 LG‘4 £00°0 L9L°0 JWil-11N4 H 
: | | JINAIYIdX3 
108°0 QS‘°€ Clone 191°0 JWil-Luvd € 
174° S 65‘Z 840°0 €S1°0 16£°0 NO! LvINGI Z 
G0°0> 248° 4 post Sl0°0 Gl0°0 €/Z°0- Say0IS VW IVLOL | 
xALIVIGVdO"d 4 dd JONVHI (CENERRE dis 
auvnos y JTGVINVA 


JAVA] OL LNALNI - JISVIYVA LNAGN3d5qd 
SLINSISY NOISSAYDIY Aldi LINW JASIMd4aLS 


6l 31avL 


band siaetxa wth Get? 


102 


¥ALI TI EVdOud 


S10}9 1 paid asayy Aq 404 paqyuNodse S$! UO!49}2 1419 9YZ JO BDUEIIEA 
;euo!lyIppe ou se Uo! enba uo!ssasba4s OU! pstajzue JOU Sa|qelseA Bsey] yx 
pesazuq eitqgeisen ay} 404 x 


Sivas 
INAWAO 1dW4 


[1050 Pal Oy NOt LVINGS 


710°0O 710°0 helio S3YOOS V IWLOl 


JINVHI JuVNOS G3Y¥31LN3 
JUVNOS Y q ATGVIYVA 


JYNNSL - JIGVIYVA LNAQN3d]50 
SLINSSY NOISSSYDIY ATdILINW ASIMddLS 


oz 341avl 


rapt ne eee ot sane a ms a - 


sania. 


103 


G0°0< 


$0"0< 


S0°O< 


GO°0< 


¥ALITIEVEOUd si 4d JINVHI JYVNOS 
JUvNOS Y qY 


S410}21paid asayi Aq 404 pazUNOd.e Ss! UO!4J9}I149 BY JO BOUeIIeA 


|euol}ippe ou se uolzenbs uolsseibss OU! pasajua Jou sajqel4sen asoyt xx 


posaquzZ ejqelsen oy} 404 ; 


6a) 


AINAINOIYA-JINISGV - JIGVIYVA LNIGN3d]3G 
SLINSIY NOISSSY9SY JIdiLINW ASIMdIALS 


(2 d1aVvl 


< 


ae | SAy0JS  VeIVeOL 


NOI LVINGS 


AV 


JINAIYAdXS 
awit ila 


AINA IYAdXA 
IW1 L-Luvd 


CER ERE! 
JVGVIYVA 


dats 


blazoge orl hoteies fon tele 
ad 3c? Regeucsos £i Wi vss) ott Se Som 


104 


pesojyuq ajqelisen oy. 404 x 


G0°0< zio°o =O | «Ss«9S*S =| 000°0 040°0 l0Z°O-]S]3909S V IWLOL 


JINIIYAdX] 

GO°0< GIE°O LS‘4 G00°0 040°0 002°0 3Jwil-11n4 

GO0'0O< 41 °O ce. £00°0 G£0°0 Loin0e Nol ivonag 

O£1°O- JINIIWAdX] 

GO°0< 6Z0°1 09‘I E\0°0 L10°0 IWiL-Luvd 
4 4d 


¥ALIVIGV9EOdd JAINVHI JYVNOS q | d3¥Y¥431N3 
JYVNOS Y q | JTEGVIEVA 


WASVI-JINAISHV - JTIGVIYVA LNAQN3d50 
SLINSSY NOISSSY9SY AIdILIAW JSIMd]aLS 


66 ANgvL 


d31is 


“ prauean yori Weer aetees 
BAER IEG - TEA REY THD 


samp? 
Fires 


a) - 
wo -| 106.0~ 


ow a 


bos fe © 


105 


posojuqz ajqelsen oy} 404 x 


Olt “0 JINAIYAdXS 
S0°0> 7OL cl SW ans 


TWHAINID-JINISHVY - JAIGVIYVA LNIGN3d30 
SLINSSY NOISSSYDIY AldILINW ASIMdALS 


to 4 1gVv ie 


Say09S) Yo aVvLor 


JINAIYAdX43 
AWI1-Luvd 


IYVNOS 
q 


CER ER ELE, 
JIGVINVA 


JONVHI d4dls 


JYVNOS Y 


ae A 


eae 0 


ish,v | > ga sia: - ; ae wei u: ‘tenes 


| =k 


Se 


ker osnd olsebre? oti 0b 4 


106 


ALIN BWV 
3104 


£90°0 hel: 600°0 SS0°0 461 °0- £9£ °0- 


° 
' 


S3¥0IS 
Vv Wwitol 


751 -0- 612°0 690°0 6S1°0 €LZ°0- £9£°0- 


JAva1 ALINOTAWY 


AININD IWS 
~JINISEV 


JUNNIL S3v0IS 


v Wwiot 


SNIVIS TWHINI9 


-3)NIS8V 


Wwnsvd 
-JINISSV 


NOI LVINGI a9V JINIINIdX| 


JWI 1-LYvd 


JINIIIdXI 
awit i-V1N4d 


LNBWAO IdW3 OL INJINI 310¥ 


000°! 990°0- 705°0 62h 0- SEZ °0- i go 0- £01 ‘0- zS1°0- SNLVIS 
LNIHAO IdW3 

70S °0 g00°0- 6L1°0 SSE°0- 8hl ~O- oft ‘0- g0Z°0- S62°0 HE i°O- 6000 690°0 JINIIWIdKI 
JWIL-Luvd 

62h '0- 1€1°0 SSE°0- Otho g00°0 S610 6£4 0 6S1°0 JINIIYIdK] 
awit i-71n4 

S£z'0- SIt°o- 1 I O14 "0 140°O 6L£°0 ZhE'O | 4£0°0- S50°0 TWHINI9 
~3INISEV 

602°0- 160°0- LZ1°0- g00°0 {hO°O 498 °0 WwASYD 
-3INISEV 

g02°0- S61°0 6L£°0 "98 °0 S50 °0- 910 °0- L£0°0- AININDIYS 

-JINISAV 

O1 LNILNI 


SITGVIYVA JIHdVYSOHIG ONY NOIHILIYD HLIM S3Y0IS V W0l 
Xt MLVW NOI LV19Nd09 


hz J1evL 


ame . 
ms wD an, 


eee ee ae a mens | 


scores (based on the unidimensional solution of Table 2). Thus as a 
final step, multiple regression analysis was performed on the criterion 
measures using A factor scores and A raw scores as Rredic none (see 
Tables 25-30). While the correlations between the criterion measures 
and the A factor scores are respectively similar to those obtained 
using the raw satisfaction scores (see Table 31), the A factor scores 
did not emerge as significant predictors for any of the criterion 
measures when the stepwise regression solution was computed. For the 
criterion variables of role ambiguity and intent to leave the total raw 
A scores were significant predictors and accounted for 13.29 percent of 
the variance and 7.46 percent of the variance respectively. For the 
measure of tenure and the three measures of absenteeism neither the 
Total A raw scores nor the factor scores were significant predictors. 
Thus it would appear that the Total raw A scores were probably a more 
useful measure of job satisfaction for nurses than the factor A scores. 
Throughout the above ee it was evident that while the 
Total A scores were found as a probable valid measure of nurses' job 
satisfaction, the lack of statistical verification for the relationship 
between Total A scores and tenure or any form of absenteeism was thought 
to be evidence of possible invalidity. Further, when the Total A scores 
were found to be statistically significantly correlated, the size of 
the relationship appeared to be low and thus again one questioned the 


degree of validity of the A scores. Although only low to moderate 


correlations between the predictor and criterion variables were achieved 


in this study, the results have approached those documented in the 
literature. Possible explanations for the findings should, however, be 


examined before one arbitrarily attributes the results to measurement 
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failure of this and other studies. 

The low correlations obtained for each of the four scoring 
techniques and each of the three absence measures may be attributable 
to either the study sample or the research design. The satisfaction- 
absence relationships reported in the literature have most frequently 
been derived from samples of blue-collar or clerical workers. Failure 
to replicate these findings in a sample of professional employees may 
reflect a difference in attitude concerning withdrawal behaviour and 
the possibility that professional employees express job dissatisfaction 
in a more direct manner. It has been further noted with regard to 
study samples that the magnitude of the satisfaction-absence relation- 
ship decreases when the individual rather than the group is used as the 
tint GeOnwenalysis: (Niche Lsonmeet valluw 1970). 

A further explanation for the results obtained in this study 
is the existence of external constraints which influence attendance 
and prevent individuals from acting in accordance with perceived 
satisfaction. As postulated by Steers and Rhodes (1978) external con- 
straints such as family responsibilities, personal work ethic, and 
organizational commitment possibly moderate the satisfaction-absence 
relationship. The extent to which these variables may have influenced 
the obtained correlations was not assessed and was beyond the scope of 
this study. 

The concept of external constraints relates to Hammer's and 
Landau's (1981) assertion that absence data are frequently contamin- 
ated by classification errors. That is, the conceptual and operational 
distinctions between voluntary and involuntary absence are often blurred. 


Voluntary absence is defined as behaviour which is under the worker's 


slauseainade 39 ya vsnuaaind monneie ora ad 
-@iegetelme att Laglegh Aer oft Vo. 
jluneup@y) ten eyed oxpagaeyel ads ef he 
awhie? cern Vike iasttete Gt wel loo~auté to i set 
van ceovelnnde eau) peeterg Wb atqese s 91 eqnunat Seon? setters 
ee Te Ce tt eo ot Simran e as : 

mp taele s¢gekb 466 2abvitw enyalqne tone feaatove Me wit 
es brane) aria lear “eter ted ail at .tenene sounth sxe 5 al 
jalus scnerdernelrpeteigue ane te obiit) Ager aes ssa By eve vbute ‘| 

vere ©) q@eoie oAt cefs wedges thoblviba! ety periw eeasesach gine: 

‘ATES tn te omblodeiM) wlevibbe to aim © 

ving ola> ‘1 beniatac ¢75u0@1 OAT 14) moi dyani gas sadews & r ; J 
esmabavsre WaReviTe) ity sales seme ‘tenttecey, io soot?) ors et 7 ; 
be\G3anc A) aL~ehagaed oF onieie wont elawutvthal Sever bie 7 

“waa (ertaenp (E°RT) cevarh pag enone ye heteluteog 2A colt,etelseR, 


» 
bm Se 21w- SOR 919) | (Si rtonaer chiws ze Move eintevte a 


7 

ocherin 4 \$a0\2i 96 ae Rhdredeo 9 tGi deed whee epg lenbizey inepre, 
cppae. ie) avert vem watblgay seh? v6) C2 teeges BAT .yitenotzelat : 
1 aqhde “te brewed Ute Site Poteet is Sén Maw Sac) eelertes benlesdG.edd = 
. » (tte aldy i 
; aan ae 
Dime, 2 epewnp! pe (etelea Biniettcrur, \eoreinn 9@ fgeaAdo att 4 7 i 
-_ 


“ihe toa VLE ee see TRY ecoheds tell apigearne (TBC) 2*vebad) a 
lim lsernqe tee denna wR: 41 ish epee ne wd bute 


a agi oe old ya kta ie 


7 : a 


113 


control as opposed to involuntary absence over which the worker has no 
control. Although long-term absences may be more easily categorized in 
this regard, the nature of short-term absence is difficult to ascertain. 
Since job dissatisfaction is thought to be more strongly related to 
voluntary absenteeism, the importance of correctly classifying short- 
term absences is apparent. . Absenteeism data available for this study 
were those recorded by the particular oncology treatment centre. Thus 
only the duration and frequency of absences were analyzed given that 
the specific reasons for absence were not reported. 

A second criticism of the absence research which has been 
advanced by Hammer and Landau (1981) is the methodological difficulties 
which arise from the distribution of the data. Frequently, sample 
distributions of absenteeism are positively skewed and truncated by 
the presence of a large number of zero values. With this type of 
distribution, the value of the correlation coefficient is constricted 
and the standard error of the regression weight is adversely influenced. 

The results of this study not only failed to statistically 
verify the relationship between Total A scores and absenteeism but 
also between the Total A scores and tenure. Again, alternative explan- 
ations for these findings should be examined before attributing the 
results to measurement failure. 

Although the measure of tenure or duration of employment has 
been used often in the study of organizational attitudes and behaviour, 
it appears to be at best, a poor substitute for an actual measure of 
turnover (Price, 1977). The relationship of tenure and job satisfaction 
is probably strongly attenuated by a number of variables. In a sample 


comprised entirely of female employees it may be hypothesized that 
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duration of employment is largely influenced by economic factors, the 
Opportunity for new employment, maternity leave, and the duration of 
the husband's employment. It is therefore possible that nurses not 
highly satisfied with their jobs will choose to maintain their current 
employment status for a number of reasons unrelated to their satis- 
faction with work. It appears that the conventional measure of tenure 
is not an appropriate nite nicnemeasure in that it does not account for 
the various complex factors other than job attitudes which are oper- 
ative in termination decisions. 

Of the various criterion measures employed in the study, the 
highest correlations were obtained between the measures of job satis- 
faction and role ambiguity. Although these correlations were the 
Strongest they may only be described as modest in nature. One explan- 
ation for these findings is that nurses, as a professional group, may 
be unique in their perceptions regarding job satisfaction and role 
ambiguity. ''Ilt may be that they understand and adapt to the role 
ambiguity inherent in their jobs insofar as its effect on their job 
Satisfaction'' (Posner & Randoliph, 1971, p. 243). lt may also be 
hypothesized that the nature of the hospital in which the investigation 
was undertaken influenced the research findings. The study setting is 
a referral hospital in which teaching and research are emphasized. 

The orientation of a hospital and the nature of the various subunits 
may influence the degree of job structuring and the consequent per- 
ception of role stress among employees (Leatt & Schneck, 1980; Lyons & 
Ilvancevich, 1978). Professionalism may be a more significant force in 
clarifying nurses' roles in a teaching-referral hospital than in a 


non-teaching hospital. It could be hypothesized that in the study 
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setting close to optimal job structure (as it pertains to job satis- 
faction) existed and thus attenuated the correlation between perceived 
role ambiguity and job satisfaction. 

Obviously many possibilities exist to account for the failure 
to establish a relationship between measured job satisfaction and 
criteria such as absenteeism and tenure, as well as the failure to es- 
tablish a stronger relationship between measured job satisfaction and 
role ambiguity and intent to leave. This author thinks, however, that 
at the theoretical best, the relationship between nurses! job satis- 
faction and these criteria is not that high in any case. Considering 
the attenuation that measurement error would normally bring to any 
Statistical establishment of that relationship, it is evident that 
this study constitutes some evidence that the instruments! Total A 


scores are a reasonable measure of job satisfaction. 


SUMMARY OF THE CHAPTER 

In this chapter the results and interpretation of the data 
analyses were presented. 

On the basis of the techniques used to estimate content, 
construct, and criterion-related validity it was concluded that the 
instrument did not measure a two dimensional construct of job satis- 
faction as postulated a priori. Rather, the findings seemed to suggest 
that the construct of job satisfaction may be unidimensional. Of the 
scoring methods examined, the most consistent support was demonstrated 
for the Total A scores as a reasonably simple assessment technique. 
However, the multiple regression analyses indicated that a combination 
of scores provided the best prediction of various criterion variables, 


and this combination was therefore superior to the Total A scores as a 
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measure of nurses' job satisfaction. 


The results of all analyses were discussed in terms of the 
limitations imposed by the power of the study as well as the monotrait 
monomethod design. 

A summary of the investigation and recommendations for 


future study are presented in the following chapter. 
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CHAPTER V 


SUMMARY AND RECOMMENDATIONS 

The intent of this study was to evaluate the psychometric 
properties of a scale designed to measure the job satisfaction of 
nursing personnel. It was apparent from the literature that a number 
of theoretical and operational definitions for the construct of job 
satisfaction have evolved. It was also evident on review of the lit- 
erature that these definitions were infrequently developed within a 
conceptual framework and little consideration was given to the psycho- 
metric properties of the various operational measures. Given the 
apparent importance of the job satisfaction topic, and the status of 
current measurement in this area, validation studies were identified as 
a fundamental prerequisite to further research. 

In this investigation a number of analyses were undertaken to 
evaluate the reliability, as well as the content, construct, and 
criterion-related validity of a job satisfaction scale. It was hypo- 
thesized a priori that the instrument measured two separate dimensions 
of job satisfaction namely intrinsic and extrinsic, and that these 
factors reflected satisfaction with the job content and the job context 
respectively. The format of the scale provided three separate measures 
of job satisfaction: the A scores were considered a measure of need 
fulfillment, the Weighted A scores a measure of need fulfillment 
weighted by importance, and the A Residual scores a measure of need ful- 
fillment not predicted by importance. A fourth measure (B Residual 
scores) was also derived and these scores were considered a measure of 


unmet needs or job dissatisfaction. All scores were examined to deter- 


mine if conceptually distinct measures yielded empirically comparable 
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results. 

The questionnaire was administered to the supervisory and 
nonsupervisory nursing staff of an acute care hospital. Responses were 
analyzed using a number of statistical techniques which were intended to 
provide an estimate of the degree of reliability and validity of the 
instrument. 

The content validity of the scale was thought to be limited 
due to the small number of validators and the failure to randomly 
select the panel. However, in spite of these limitations some support 
for the scale's content validity was demonstrated. 

To assess the construct validity of the scale, factor analysis 
was employed. The a priori hypothesis that the instrument measured a 
two dimensional construct of job satisfaction was not supported. In- 
stead, for three of the scoring techniques (A, Weighted A, and A Residual 
scores) a one factor solution was found to explain best the common 
variances among the 16 questionnaire items. Other factor solutions were 
examined for comparison purposes. These analyses were inferior to the 
one factor solution and no psychological meaning could be derived from 
these solutions. Further support for the factor analytic solution of 
these scores was provided by the corresponding alpha coefficients which 
suggested that the scores were a measure of a unidimensional construct. 

Factor analysis of the fourth scoring technique examined in 
this study (B Residual scores) yielded a two dimensional solution. 
However, the dimensions were not those postulated a priori but rather 
consisted of a general factor defined as job dissatisfaction and a 


second factor defined as professional growth and development. 


Although three of the four scoring techniques appeared to 


bue baal ats 
eye sation hth ain nb We Vase 
Oo) tabhe set aetna atthe esl lant tap selsare Wo 


aie Se uethi lav lane ef) itdetlen to osv0eb odd BO ssamigen: 

é a mrs _ 

“Sebel 
We 

(imennet of evalled ats bre evosebliav Yo redeun | fame. ‘ald oF ¢ i 


baxtwr) ad ©8 sthewndld Jew efdve 649 to gotbi lay ! devas Lire 
7 7 


tinjdue sapere epwlberial) @barts Se estee al .tsvewoH ifaeeq" sd ousige ae CO 
bemeczitioy tow yall lew inetan per. - 


rr ee | 

, ’ 
: : ie 

© belwtdw Pearyieen! @f5 Pet) thavdsoont iyeitd & octy + shevaraey ow 


4zylaue tate? .aleséd ety 40 geil lay fawisencs a2 e2eree OT 


a 
? 
1) 


rv bed meg te Ign 20 nts qelzised te, te fousveneo hero anaurl 
‘aubles® A daa ,4 beadetel A) saupiedos) goliase ag Yo 90083 aot 4b 
. avn. 
<uuhes of4 Jen pielgxt Of Bec? cow apitulos néooe sno « lesrose : 
A ‘Sok 
2004 a70\ Til Ge wrse4 s6f90 .deers! of (ase Esuy ai sn) one eeonnts ; 
Sy of voTi whe! erie eseylene eeedT .aseoqiuq nozss6qmds Sat beanie 
> tne by ; 
wat) sev lve ot kluoy eatnsem Jaclecloraxeq’en bre aolsuloe totes? ene 
‘i 
Yo rolsulos 70 Pelene *O29e9 efir 30° fbegqee retires + enclauloe stang) 
helt otestal Yeon entgla gribnnarstias ads yd salah #tw 259038 
jauviev~os lseolssenlelen @ te aceon 6 996m aeveae eds pera betes 
an 


“| enalimes suptrtomd prixess trie! wit te eleylsne toe3e? 
-eqiiwiee langlondmh owt « bebbale (ees lett ea ay 
satiey 100 Ingiega rer scot? 2p a7ay ares erent wid 


siiana aaneean el meth ie a bonih wwe feronde te bs 


: ie ?. 
brats 


lig 


measure a unidimensional construct of job satisfaction, it was noted 
that factor solutions provide necessary but not sufficient evidence of 
construct validity. Accordingly, additional evidence was sought by 
employing a one-way analysis of variance model to determine if expected 
mean differences existed between supervisory nurses and staff level 
nurses employed on in-patient units. In view of the content experts 
agreement that intrinsic/extrinsic dimensions were contained in the 
instrument, and to confirm the factor analysis results, the one-way 
analysis of variance was performed on intrinsic and extrinsic subscores 
as well as on total scores. The finding of statistically significant 
differences between the two groups in the predicted direction for the 
Total A and Weighted A scores provided additional support for the 
factor analytic conclusions that the A and Weighted A scoring techniques 
measured the unidimensional construct of job satisfaction. Furthermore, 
the hypothesized directional differences involving A scores were found 
despite the low statistical power of the study. 

The results obtained from the analysis of variance and factor 
analysis suggested that the A and Weighted A scoring techniques pro- 
vided the most valid measure of a unidimensional construct of job satis- 
faction. Given the limitation imposed by the study design, however, 
further investigations were pursued. 

To assess the criterion-related validity of the instrument 
bivariate and multiple correlation coefficients were calculated between 
the job satisfaction scores (total as well as subscores) and various 
criterion variables. An examination of the direction and magnitude of 
the bivariate correlations supported the previous findings that the 


Total A and Weighted A scores were probably the most valid measure of 
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nurses' job satisfaction. The results obtained from stepwise and 
hierarchical multiple regression analyses, however, indicated that a 
combination of scores rather than a single score provided the best 
prediction of three of the criterion variables. While limited support 
was obtained for the Total A scores from these multiple regression 
analyses no particular support was found for the Total Weighted A scores. 
It was concluded therefore that the most comprehensive and valid measure 
of nurses! job satisfaction was obtained from the combination of scores 
delineated in the multiple regression analyses. It was also noted 
however, that consistent support had been demonstrated for the validity 
of the Total A scores as a reasonably simple and less complex measure- 
ment technique and therefore one which could be easily employed. 

Although the results of most analyses suggested some support 
for the validity of the Total A scores, it was noted that the analyses 
were based on a research model that provided necessary but not sufficient 
information to determine construct validity. Therefore, a tentative 
but inadequate attempt to evaluate the degree of discrimination of the 
Total A scores was undertaken. From the multiple regression analysis 
employed for this purpose, it was found that the Total A scores did show 
evidence of discrimination for the criterion variables of role ambiguity 
and intent to leave. 

As a final evaluation of the utility of the Total A scores, 
multiple regression analysis was performed on the criterion measures 
using A raw scores and A factor scores as predictors. The results of 
this analysis suggested that the raw A scores were probably a more use- 
ful measure of job satisfaction for nurses than the Factor A scores. 


Given the small sample size, the monotrait-monomethod design, 
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and the cross-sectional nature of the study, the findings reported 
above must be considered tentative. Furthermore, as Schwab (1980) has 
cautioned ''a single assessment of the construct validity of any measure 
must necessarily be examined within the context of uncertain knowledge 
about the validity of measures of other constructs and imperfect confid- 
ence in the hypotheses as they apply to the sample investigated'' (p. 22). 

However, the apparent existence of a unidimensional rather than 
multidimensional construct of job satisfaction as measured in this 
study has been suggested by other investigators. Dyer and Parker (1975) 
concluded that ''the distinction between intrinsic and extrinsic outcomes 
is not particularly valid or useful and should perhaps be discontinued''! 
(p. 458). These investigators also questioned the theoretical basis for 
the intrinsic/extrinsic distinction and raised the important issue of 
whether the terms ''represent two facets of a single concept'' (Dyer & 
Parker, 1975, p. 458) rather than two separate dimensions as frequently 
claimed. 

Given these findings and conclusions, recommendations arising 
from this investigation and suggestions for further study are presented 


in the following section. 


RECOMMENDATIONS 
The theoretical models employed to date in the study of job 
satisfaction have been relatively limited in scope. In many instances 
they have been based on dubious or ambiguous assumptions (Seashore & 
Taber, 1975). Further development in this area will require the inte- 
gration of existing approaches into a more general theoretical frame- 


work if understanding of the job satisfaction construct is to be 


increased. 
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The results of this study were similar to the findings of 
other investigators who have reported that not all operational defini- 
tions of job satisfaction yielded comparable results. This finding has 
important implications for the interpretation of job satisfaction 
research in that the convergence of various operational measures of job 
satisfaction has rarely been assessed. Different operational measures 
can and do result in different conclusions regarding the relationship 
of job satisfaction to variables such as absenteeism, tenure, and 
intent to leave. It is imperative therefore that nursing researchers 
examine the psychometric properties of instruments employed to measure 
the job satisfaction of nursing personnel. Only with the use of 
reliable and valid scales will knowledge of the construct be expanded. 

The demonstration of some support for the validity of the 
Total A scores in this study suggests that the instrument warrants 
further evaluation. In order to sufficiently evaluate the construct 
validity of the measure it is recommended that the multitrait-multi- 
method model be employed to determine the convergent and discriminant 
validity of the scale. In any further research it is also recommended 
that the sample size be increased in order to improve the power of the 
study. 

With regard to the scoring methods used in this investigation 
it is suggested that the use of discrepancy scores should continue to be 
challenged. These scores lack reliability due to the high correlations 
obtained between the original raw scores from which the differences 
were computed. Although only minimal support for the validity of re- 
sidual scores was demonstrated in this study, these scores are more 


reliable than discrepancy scores. The use of residual scores warrants 
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further investigation in view of the finding in this study that they 
contributed to the prediction of several criterion measures. The prac- 
tice of weighting satisfaction scores by a measure of importance was not 
as well supported by the data as the use of an unweighted measure of 
need fulfillment. It appears that a weighted score does not provide a 
more valid measure of job satisfaction than its unweighted counterpart. 

The incorporation of criterion-related validation into job 
satisfaction studies is strongly encouraged since few studies report 
validation at this level. Particular attention however, must be focused 
on the choice of criterion measure selected for validation to ensure 
the reliability and validity of the measures. On the basis of the 
results obtained in this study it is suggested that none of the absence 
measures be used for further research. It is believed that the measures 
of absence-frequency, casual absence, and general absence are not appro- 
priate criterion variables in that job satisfaction is more likely re- 
lated only to true voluntary absenteeism. Since the method of recording 
absences in most organizations does not tap voluntary absenteeism, it is 
suggested that the commonly used absence measures are of little value in 
criterion-related validation studies of job satisfaction. It is also 
recommended that the measure of tenure not be employed in assessing this 
form of validity since numerous factors appear to attenuate the satis- 
faction-tenure relationship. 

Although the optimum dimension(s) of job satisfaction has (have) 
yet to be defined it is obvious from the literature that factor analysis 
provides valuable insight into the structure of the construct. Although 
factor analysis can provide useful information concerning the nature of 


a variable it must be remembered that this technique does not identify 


ar a Ta | ine - 
ao) ae 


* . 
Sear : een : tones 


*oF caw grenruel Ide mn a >h3 
"46 iveminn beta | mer <i poner t oe a 
» shivers sem gant winae sigayien & eet aeeagge a): em ft 
40st hey ted i tat ext oer SA) AAT eo 9 visi wile vw 

dat ggn? api tebt fav nich deem shine 6 aolfenasoont eff | i 7 
aupidineee eStig apktians tiampniy af satbuse netrsetal ie 
iano’. a tau, ene Velde Nelualeeet” Taat efty as: woltell Te ~ & 


wILeA® G4: (Fol 12a ee ie be $55 Lee ong pee al oh to sotoda sttdi no ; 

aty io tigen off MP .ddvusern af? fe unrigy boe y2ii ideiten ett | 
save S45 Fo sna gett tpseepee’ et a yeure <ley.p) benlesdo asluemy, 7 
yuitene od0 gait) bscailad al 9t  .gthiesee) carte? 307. bee. ad potas) 
“Css duh ss ‘anid tevioup bane .psterade §Za@hld . vonaonanit-annatie 6 a 

“ot “~Tadll avo 2) maiape) élage deb sany wt, eptaalvev. nalsed ix e1sing . 
PRigiseca! %6 ction eto etnll abl eedpdedy riesouloy suid of vioo bate! 
pia) \welegvn><de yiecoeloy gay Soe each dnotsssingere d2om. ni eeoneeds 


we 


yi @ ftv sitcil te ae oveeieg aprile Mea yleaueg oft iste besteggue 7 

wie si t!) ,agispetaioas dof Yo exteete ai sébi lan patelan engl tba iva 
ein? gpiiecetec « baeweolgee @¢ tor eunes WH Cweben oto tar) habesawnases 
“Si ige st) sssunytas Gh seagqd Avuse! vine’ eonis ¢3 tb) how to aig 

| eldewelawian mures“solsag ~ 


wut esd paitonte/ Tike iol te (cious ereerh qualign em) aguedst&, 6 


- 6 


cieyibee 1Gine7 tit stetel’ | ont bo? qaipde al qe 
Reng A Acie ott Sealine a0 adi, ek anghial 


to Piven, S63 Bhi nionted eater panos 
etaee} roe si eet ae. qusis 


7 


124 


dimensions of a construct per se but rather it identifies dimensions 
within the items comprising the measure. It is suggested that more 
empirical support is needed before a single factor structure can be 
relied upon with any degree of confidence. It is recommended therefore 
that the factor analytic technique is best used in studies when both 
multitraits and multimethods are available. 

The recent emergence of increasingly complex theoretical 
models to explain job satisfaction appears to have much merit with 
respect to the refinements necessary to explain this complex construct. 
Improved models and theories will continue to emerge through inter- 
active theoretical and empirical work. Thus, future validation studies 
will be facilitated by the elaboration of comprehensive conceptual 
frameworks. Theory development in turn, will be advanced by the data 


derived from methodologically sound research. 
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INSTRUCTIONS 


Sixteen job characteristics connected with your hospital 
position are listed on pages one to six of the questionnaire. 
Each characteristic is followed by three questions: 


a) how much of the characteristic is there now connected with 
your job? 


b) how much of the characteristic should be connected with your 
job? 


c) how important is this characteristic to you? 
Please circle the number between 1 (none at all OR not 


important) and 5 (maximum OR most important) on the scale 
following each question which best represents your opinion. 


EXAMPLE 
The opportunity to fully use my skills and abilities in my job: 


(a) HOW MUCH of the characteristic (none at all) 12345 (maximum) 
IS THERE NOW connected with 
your job? 


(b) HOW MUCH of the characteristic (none at all) 12345 (maximum) 
SHOULD BE connected with your 
job? 


(c) HOW IMPORTANT is this (not important) 12 3 45 (most important) 
characteristic TO YOU? 
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QUESTIONNAIRE 


1. The opportunity for professional 


growth and development in my job 


(a) HOW MUCH of the characteristic 
IS THERE NOW connected with 
your job? 


(b) HOW MUCH of the characteristic 
SHOULD BE connected with your 
job? 


(c) HOW IMPORTANT is this 
characteristic TO YOU? 


The opportunity, in my job, to share 
in the setting of nursing goals for 
the hospital. 


(a) HOW MUCH of the characteristic 
IS THERE NOW connected with 
your job? 


(b) HOW MUCH of the characteristic 
SHOULD BE connected with your 
job? 


(c) HOW IMPORTANT is this 
characteristic TO YOU? 


The fairness of working hours (shift 
rotations, days off, number of 
weekends off) associated with my job. 


(a) HOW MUCH of the characteristic 
IS THERE NOW connected with 
your job? 


(b) HOW MUCH of the characteristic 
SHOULD BE connected with your 
job? 


(c) HOW IMPORTANT is this 
characteristic TO YOU? 


(none at all) 


(none at all) 


(not important ) 


(none at all) 


(none at all) 


(not important ) 


(none at all) 


(none at all) 


(not important ) 


12345 (maximum) 


12345 (maximum) 


12345 (most important) 


12345 (maximum) 


12345 (maximum) 


12345 (most important ) 


12345 (maximum) 


12345 (maximum) 


12345 (most important ) 
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4. The cpportunity to fully use my skills 


6. 


and abilities inmy job. 


(a) 


(b) 


(c) 


HOW MUCH of the characteristic 
IS THERE NOW connected with 
your job? 


HOW MUCH of the characteristic 
SHOULD BE connected with your 
job? 


HOW IMPORTANT is this 
characteristic TO YOU? 


The supervision received in my job. 


(a) 


(b) 


(c) 


HOW MUCH of the characteristic 
IS THERE NOW connected with 
your job? 


HOW MUCH of the characteristic 
SHOULD BE connected with your 
job? 


HOW IMPORTANT is this 
characteristic TO YOU? 


The co-operation and assistance 
received fran coworkers (excluding 
physicians) in my job setting. 


(a) 


(b) 


HOW MUCH of the characteristic 
IS THERE NOW connected with 
your job? 


HOW MUCH of the characteristic 
SHOULD BE connected with your 
job? 


HOW IMPORTANT is this 
characteristic TO YOU? 


(none at all) 


(none at all) 


(not important) 


(none at all) 


(none at all) 


(not important ) 


(none at all) 


(none at all) 


(not important ) 


] 


] 


1 


] 


] 


1 


1 


1 


1 


2 345 (maximum) 


2345 (maximum) 


2 345 (most important) 


2345 (maximum) 


2 345 (maximum) 


2 345 (most important) 


2345 (maximum) 


2345 (maximum) 


2345 (most important ) 
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The authority to direct other staff 
members connected with my pasition. 


(a) HOW MUCH of the characteristic (none at all) 
IS THERE NOW connected with 
your job? 


(b) HOW MUCH of the characteristic (none at all) 
SHOULD BE connected with your 
job? 


(c) HOW IMPORTANT is this (not important ) 
characteristic TO YOU? 


The feeling of personal and worttwhile 
accamplishment obtained fran doing my 
job. 


(a) HOW MUCH of the characteristic (none at all) 
IS THERE NOW connected with 
your job? 


(b) HOW MUCH of the characteristic (none at all) 
SHOULD BE connected with your 
job? 


(c) HOW IMPORTANT is this (not important ) 
characteristic TO YOU? 


The opportunity, in my job, to 
participate in educational prograns. 


(a) HOW MH of the characteristic (none at all) 
IS THERE NOW connected with 
your job? 


(b) HOW MUCH of the characteristic (none at all) 
SHOULD BE connected with your 
job? 


(c) HOW IMPORTANT is this (not important ) 
characteristic TO YOU? 


] 


] 


] 


] 


] 


] 


] 


] 


] 


2 3 4 5 (maximum) 


2345 (maximum) 


2345 (most important) 


2345 (maximum) 


2345 (maximum) 


2 345 (most important) 


2345 (maximum) 


2345 (maximum) 


2 345 (most important ) 
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10. The quality of the physician-nurse 
relationship in this haspital (that 
is, the amount and type of 
professional interaction, 
co-operation, and teamwork ). 


(a) HOW MUCH of the characteristic (none at all) 
IS THERE NOW connected with 
your job? 


(b) HOW MUCH of the characteristic (none at all) 
SHOULD BE connected with your 
job? 


(c) HOW IMPORTANT is this (not important ) 
characteristic TO YOU? 


11. The opportunity to provide an 
acceptable standard of patient care 
due to an adequate nurse<patient 
ratio. 


(a) HOW MUCH of the characteristic (none at all) 
IS THERE NOW connected with 
your job? 


(b) HOW MUCH of the characteristic (none at all) 
SHOULD BE connected with your 
job? 


(c) HOW IMPORTANT is this (not important ) 
characteristic TO YOU? 


12. The recognition obtained fran ny 
supervisor for the work that I do. 


(a) HOW MUCH of the characteristic (none at all) 
IS THERE NOW connected with 
your job? 


(b) HOW MUCH of the characteristic (none at all) 
SHOULD BE connected with your 
job? 


(c) HOW IMPORTANT is this (not important ) 
characteristic TO YOU? 


] 


] 


] 


1 


] 


] 


] 


] 


] 


2345 (maximum) 


2345 (maximum) 


2 345 (most important ) 


2345 (maximum) 


2345 (maximum) 


2 345 (most important) 


2345 (maximum) 


2 345 (maximum) 


2 345 (most important ) 
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13. The opportunity, in my job, to share 
in determination of methods and 
procedures. 


(a) HOW MUCH of the characteristic (none at all) 12345 (maximum) 
IS THERE NOW connected with 
your job? 


(b) HOW MUCH of the characteristic (none at all) 12345 (maximum) 
SHOULD BE connected with your 
job? 


(c) HOW IMPORTANT is this (not important) 12 345 (most important) 
characteristic TO YOU? 


14. The accauntability to patients 
inherent in my pasition (that is, my 
personal responsibility for the 
provision of a professional standard 
of nursing care). 


(a) HOW MUCH of the characteristic (none at all) 12345 (maximum) 
IS THERE NOW connected with 
your job? 


(b) HOW MUCH of the characteristic (none at all) 12345 (maximum) 
SHOULD BE connected with your 
job? 


(c) HOW IMPORTANT is this (not important) 12 345 (most important) 
characteristic TO YOU? 


15. The opportunity for career advancement 
to other than administrative 
positions. 


(a) HOW MUCH of the characteristic (none at all) 12345 (maximum) 
IS THERE NOW connected with 
your job? 


(b) HOW MUCH of the characteristic (none at all) 12345 (maximum) 
SHOULD BE connected with your 
job? 


(c) HOW IMPORTANT is this (not important) 1 2 3 45 (most important) 
characteristic TO YOU? 
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16. The opportunity to exercise 
independent judgement in my job. 


(a) HOW MUCH of the characteristic (none at all) 12345 (maximum) 
IS THERE NOW connected with 
your job? 


(b) HOW MUCH of the characteristic (none at all) 12345 (maximum) 
SHOULD BE connected with your 
job? 


(c) HOW IMPORTANT is this (not important) 1 2 3 4 5 (most important) 
characteristic TO YOU? 
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The remainder of the questionnaire is included to determine the 
degree to which certain variables are related to job satisfaction. 


Please indicate how strongly you agree or disagree witn each of the 
following five statements concerning your job by circling the 
appropriate number between 1 (strongly disagree) and 7 (strongly 
agree) 

1. I have clear planned goals and objectives for my job 


(strongly disagree) 1 2 3 4 5 6 7 (strongly agree) 


2. I know that I divide my time properly 


(strongly disagree) 1 2 3 4 5 6 7 (strongly agree) 


3. I know what my responsibilities are 


(strongly disagree) 1 2 3 4 5 6 7. (strongly agree) 


4. I know exactly what is expected of me 


(strongly disagree) 1 2 3 4 5 6 7 (strongly agree) 


5. I feel certain about how much authority I have on the job 


(strongly disagree) 1 2 3 4 5 6 7 (strongly agree) 
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DEMOGRAPHIC INFORMATION 


PLEASE CHECK ONE: 


AGE 


20-29 yrs. 
30-397 Vrs: 
40-49 yrs. 
50 yrs and over 


PRESENT EMPLOYMENT STATUS 


Full Time 


Part Time 


YEARS OF NURSING EXPERIENCE 


Full Time yrs 
Part Time yrs 


EDUCATION 


RN 
Boece 


Other 
(please svecify) 


HAVE YOU PREVIOUSLY RESPONDED 


TO A JOB SATISFACTION 
QUESTIONNAIRE FROM THIS 
TRS TITUTES 

Yes 


NO 


JOB SETTING 


Starr Nurse, Station 30 
Staff Nurse, Station 40 


Administrator (Head 
Nurse or Supervisor) 


None of the Above 


IF YOU HAVE YOUR CHOICE 


WILL YOU BE WORKING IN 
THIS) HOSPITAL SIRREE 
YEARS FROM NOW? 


Certainly 
Probably 

Not Sure 
Probably Not 
Certainly Not 


146 


a 
ne . 


Pea 
1 


one. om oad 
——— Of MOFSETE oe val res? . 
.* 2a ud AOTISLS Salt Wade ‘le chets 
heel) ¢hsarreieigait of 


(Sgn! tatu TW BP wl! . 
svgdA art’ Ty nde 


a élite’ 
Send yiye fA? 
= iamenet 107 yiapdort 


108 yTn/ or 


APPENDIX 11 


COVERING LETTER 


147 


1) phones a 


ayrras IMéHavOS 


148 


PROVINCIAL CANCER HOSPITALS BOARD 


PHONE 432-8771 

11560 UNIVERSITY AVENUE 
EDMONTON, ALBERTA, CANADA 
T6G 122 


September, 1981 


Dear Registered Nurse: 


The second phase of the study to investigate sources of 
nurses! job satisfaction/dissatisfaction within the Cross Cancer 
Institute is now being undertaken. It is hoped that the results of 
this study will assist management to address those issues which you 
and your colleagues identify as important contributors to the 
quality of your jobs. 


The study will have the greatest value to the nursing staff 
if the opinion of every nurse employed by the Institute is obtained. 
Your participation in this project would therefore be appreciated. 


All responses will be held in complete confidence. The 
questionnaire has been numbered only to ensure that you are not 
bothered by reminder letters once you have returned it. 


A self-addressed envelope has been enclosed for your con- 
venience. Please return the completed questionnaire in this sealed 
envelope to the Head Nurse/Supervisor in your area. 


The results of the study will be available to you on com- 
pletion of the project. Should you have any questions or comments 
concerning this study please contact me at 432-2216. 


Thank you for your co-operation. 


Sincerely, 


Eileen Hourigan (MN Candidate) 
Faculty of Nursing 
University of Alberta 
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